ID 133 371 



TM DOS 989 



ADTHOB 

TITLE 

SPOMS IGENCif 
PDB DATE 
NOTE 

IDRS PBICE 
DBSCfilPTOHS 



IDEHTIFriHS 



Sai£, Pliilip S. 

A Haadhook for the BFaluation ot ClaSBroon Teachers 
aiid School PrincijalSi 

Capitol Region Bdveatlcti Council^ Bloonfi^ld, 
Coirn* 

ConntctiGCit Statt Dept. of Education, Hartford^ 
Sep 76 

laop* 

KI-$0.83 HC-S10,03 Plus Postage^ 
^AflniiiistratQr Emluatdoa; MmiEistjcator lolei 
Educatioaal Legislatiofli Elementary S^cQnaacy 
Efiucatdott; iFaluatiDn Hethods; ^Suidellttf^i Moaalsi 
^Occupational Informatdoai Berioanal l^aluatloD; 
*PEtncipalsi Bating Scales i *T€acher Evaluation; 
Teacher Sola 
Connecticut 



This tandboofc, made pcsslble tlrDugli a Titlt V grant 
from the Connecticut State Departmeat of Bducatlpn, caatalns job 
aascriptioDa for teacfcers and prdnclpals acd aTraluatioa Instruments 
which serve as initial exaaplary fflodele for the school systiffls 
throughout Connectictit aeeKing to iapioTO theii staff ft?aliiation 
programs* Part I contains a station oa the claasroofli taacher's roler 
a job aescriptioi3^ and suggested Instiunaiits to svaliiate his or her 
performaiice* Part 11 contains a model for principal ewaluation^ a 
section on the principal' a roie^ a jot 4©^criptiofi fot: a priDcipal^ 
and a^alnation instrtifflanta to oeasnre the parfcrmance of a jrincipal. 
Appendices contain a glOisary; Connecticut Putlic Act 74-276 (an act 
ooncerniiig teacher tiralyiatiDn) and guiflelines and criteria for 
implementatio:!! and a narxativa on teachex e^altiationi, (BC) 



^ ifi # III a|i i|i * * it III % sjt * # 3^ iji * ^ * ^ 

* DocuiaeBta acquired by llic ificlude fflany inforaal unpuiiishefl * 

* naterials mot available fron other souxces* EBIC makes aTsry effort ^ 

* to ohtain tha beat copy available* Meverthelas^, items of narginal * 

* reproducibility ax© often encountered and this affects the gnality * 

* of the mlcxofichi and hardcopy ra prod uctions ISIC maies available 

* ¥ia the EBIC Docufflsnt leproattction Seivlce (EDlS) . MlS is not * 
^ re^poiisible for the quality of tte original aocuMnt, Re jrodnctions ^ 

* soppliefl by EDRS are the best that can be nade from the original* *: 



EKLC 



A HANDBOOK FOR THE 
EVALUATION OF CLASSROOM TEACHERS 
AMD SCHOOL PRINCIPALS 



An application of Connecticut PA 74-278 
Ppoject number: 9 86-03- 06-75 -VO-01 0 



Submitted to Superintendents of Schools: 

Peter D'Arrigo, Chalpman, Windsor Locks 
Dr. Louis Mager, Enfield 
Or, Rayriiond Ramsden ,i Vernon 



Prepared by: 

Philip S. Saif 
Director of Evaluation 
Capitol Reglor Education Council 
Bloomfields Connecticut 



Septenber, 1976 



ACKNOWLEDGEMENTS 



This handbook on the evaluation of teachfirs and 
principals has been made possible through a Title V grant 
from the Connecticut State Department of Education. 

The participation of the following persons was 
Invaluable: 



EriFIELD 



Robert Griffin, Daniel J. Michael, Lynda A Milrov 
Georgiann D. O'Conner, Thomas Ouenette 
Richard Prunty, Apinand Regalbutl, /inthony Torre 
Leo Yacon iell o j ic. 

Or. Michael Blake, Thoinas Bowler, Patrick Brown. 
Shirley Davidson. Jane firutti , Dr. Robert Linstone, 
Jean Lobaugh, Andrew Maneagia, Roberta Meyers, 
Joseph J,avak , David Parks y ^ 

WINDSOR LOCKS 

Nancy Ellis , Stepfien Foley. John Maxwell, 
Robert Nopren. John O'Brien, Clifford Rindall 

Witbout the winingress and the encouragement of 
the superintendents, the work would not have been conplated. 

Dr. Louis Mager, Enfield 

Dr. Raymond Ramsdcll , Verroii 

Dr. Peter D'Arrigo. Windsor Locks 

Last, biit not least, Claire Messier, typing the 
entire manuscript, showfed her outstanding ability to produce 
the whole work in such an attractive form. 



4 

o 

ERIC 



FOREWORD 



The work of the Teacher and Principal Evaliiation 
Comniittees In constriJCtlrig job descriptions and eyaluatlye 
instrunnen ts presented herein was commendable* This hand- 
book reprasents one of the most realistic and progressive 
dociifnents ever assembled on the subject of staff evaluation- 
An outstanding productionl Appreciation 1s eKtended to 
Dr. Philip Salf^ corisijl tan t ^ and to all rnembers , Individ- 
ually and conectiveljt of the evaluation cammlttees. 

These Job dascrlptlons and Instruments gerye as 
Initial ejcemplary rtiodels for the school syitemi throughout 
Connecticut seeking to Improve their staff evaluation 
prograrns, Continued efforts in this endeavor are urged. 

As we implement our evaluation programs , staff 
mernb^rs' ideas and r ecofnmenda tlons are invited. This 
manual is your resource; use It. That all our endeavors 
converge to improve the quality of the student learning 
eKperience is our itiain objective and contfnuing purpose. 



Dr. Peter D'Arrfgo^ Chairman 
Dr. Louis Magar 
Dr. Raymond Ramsdell 
Staff Evaluation Project 
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PREFACE 



Connecticut P. A. 74-278* riqulres the evaluatfon 
of teachers and administrators on a continuous basis. In 
accordance with eleven 1ntirpret1ve guidelirias adopted by 
the State Board of Education, the criteria for evaliiation 
mandate a coniprehensi ve description of the res pons i bll i t1 es 
of teachers and principals. Guideline IV* 1n fact, statest 

The general responsibilities and specific 
tasks of the ^'Vacher's position should be 
comprehensively^ defined and this deflnltior 
should serve as the frame of referinci for 
evaluat 1on , 

Dr, Peter O'Arrlgo^ Superintendent of Schocls In 
Windsor LockSs felt that 1n order to develop a cornprehen- 
sive and meaningful evaluation systeni. It i^as first necas- 
sary to define the specific tasks and respons Ibi 1 i tf es of 
teachers. The Siiperl ntendent and the chairperson of the 
Windsor Locks Teacher Evaluation Committee, John Harwell, 
agreed upon a committee of teachers to develop a Job de- 
scription for a classroom teacher, The four persons on 



*The lawj the guiding principles, and tha guide- 
lines wi th their criteria are in Appendix B of this handbook. 
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the committee were Nancy Ellis, Stephen Foley, John Maxwell 
and Robert Norrell . The committee and the writer of this 
handbook met frequently arid worked dillggntly in creating a 
job description for teauhers that the committee felt most 
approxirTiated an "ideal" but realistic niodel for a classroom 
teacher. The Superintendent prDyided helpful encouragement 
and tlnie to the committee as they proceeded with their task. 

In Narch of 1976 ^ Windsor Locks*, 1n cooperation v#1th 
Enfield and Vernons applied fop a graint from the State 
Depttrtmef>t of Education to work on a handbook for the eval- 
uation of teachers and principals. The writer was asked to 
serve as consultant to the project. When Title V funds were 
made available^ the job description for classroom teachers 
develcped by Windsor Locks served as a nucleus for discussion 
Teachers frorn the three school districts were chosen and met 
togetlier during several sessioris In Enfield to tailor the 
job description of a classroom teacher into its best possible 
form , 

The three school districts found that none of the 
evaluative instruments presently in use by various school 
systeiTis correspond to the job descriptions Included in this 
handbook. Consequently, instruTnents were developed by the 
cominittee to match the Job descriptions In order to facili- 
tate the assessment of teacher and principal performance. 
The instruments were designed to be easily used without 
special training. 

It is Important to remember thtt the primary purpose 
of Connecticut P. A. 74-278 Is to iiiiprove the student learning 
eicperfence In any given school. The handbook Is designad to 
aid In achieving that purpose. Whereas the instruments make 
reference to certain areas of ivaluation such as subject 



ill 



knowledge, these aspects of evaluation and their measurement 
are dealt with more fully 1n other specialized publications* 
as Indicated under "Limitation of Instruments." The major 
focus herein Is on the student learning experience. 



Phi lip S. Sal f 
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INTRODUCTION 



The ovtrall purpose of evaluation is for the Im- 
provement of the student-learning experience. Yet "eval- 
uation" 1s seen generally as a required negative experience 
to which all fnust submit. Often as noti this negative 
anticipation of evaluation thwarts the Intended resultt 
sometimes evren creating more difficulties and/or problems 
than existed prlar to the evaluation. 

The procedure for effective, objective-based eval- 
uation Is on^ that requires a mutuality of trust and cooper- 
ation between the teacher and the evaluator, as well as the 
Input of as myeh data from as many sources as reasonably 
possible. 

An evaluation process resulting from the above would 
therefore be a meaningful experience resulting In the improve- 
ment (or mainteinance) of quality performance. 

The procedure of (1) pre-conference{s) , (2) mid-year 
conf erence(s K and (3) end-of-year conference{s ) for evalua- 
tion is suggested in the hopes of ultimately achieving an 
Improved student-learning experience, Each component of the 
procedure 1$ a$ follows: 

I. Pf arconference(s ) i The teacher and the 
avuluator mutually decide In writing upon 
the objectives^ the actlvltieSp and the 
niethods of validation. This should occur 
at the beginning of the school year. 
(Se^p t ember/October ) 
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The following procedure serves as a means by which 
the teacher and the evaluatDr mu tua 1 1y decide upon objectives 
activities* and the methods of validation. 



1 , Iden t1 f 1 cation of 1 terns 

1J The teacher uses the following table and checks 
in front of each item under the colunin he/she 
feels is appropriate* 



Category 


Sati sfacto ry 


Needs 
Help 


Not 
Applicable 


1. Planning and Preparation 








2. Organization of students 
and classroom management 








3, Instruction and Interac- 
tion 








4, Assessment 








5* Competencies and Pro- 
fessional Development 








6, Human relationships 









1.2 The evaluator uses a separate copy to make appro- 
priate checks. 



1,3 The two lists are to be compared. If agreement Is 
reached under the column marked "Needs Help," then 
this area is def 1 n1 tely the top pri ori ty for con- 
structive action. If not^ further discussi on(s ) 
and communication are needed until such agreement 
is reached. 



2 . What follows the identification of areas needinB help ? 



2,1 For each area needing help, proceed as in section 1 
using the sub-headings from the Job description, as 
the following example demonstrates: 



Example 


Satisfactory 


Improvement 


Planning and Preparation 






U Identifies long and short term objectives. 






Zm Prepares and maintains v/r1tten plans* 







2.2 Again the two lists are compared and the specific 
areas needing 1 mprovenient are identified mors 
clearly. 



3. What about the principal's evaluation ? 

Use the same technique as with classroom teachers i 
using the principals job description as the guide* 



4« What happens if mutuality Is not ach1e\/ed during the 
initial coinparison of responses ? 

4.1 Some school districts thought of a third party in 
cases of disagreement. The writer of this hand- 
book dlsagreei wi th such an approach. The spirit 
of the law is to enhance communication between a 
teacher and an evaluator, and a third party could 
inhibit the achievement of this goal, 

4.2 Lack of agreemert is the first step 1n starting a 
dialogue (not a monologue on the side of the aval- 
uator)\ A cooperati ve a tt1 tude of "give and take'* 
will result in agreements. Another way to deal 
with this probleni Is to try each side's point of 
view for a semester or for a year, and then com- 
pare the resul ts. 

Above all. If there 1s trusty there will be no 
fear. The purpose of the entire evaluation pro- 
cess 1s to attempt to improve a teacher's effective- 
ness. This win best be accomplished through trust 
and cooperati on. 
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5. Whefi a teacher and an evaluator reach an agreementt they 
must determine the activities that will be used to meas- 
ure the outcome. The suggested instrunients in this 
handbook are designed to assist teachers and evaluators 
in their attempts to measure the degree of achievement 
of the objectlve(s). Still other Instruments can and 
should be created by teachers and evaluators to suit 
their needs* 

II , ObservationCs ) - Mid-Year Conf erence( s ) 
( Jan uary/ February ) 

The teacher and evaluator will monitor 
the achievement of objectives* The eval- 
uator will have observed classroom teach- 
ing and/or whatever other aspects of 
responsibility mutually selected during 
the pre-concerence, -Strategies for im- 
provement and/or rel nf orceinent will be 
di s cussed* 

1 1 1 * End- of- Year Con f erence(s ) 
(May) 

This is for the purpose of assessing the 
degree of success in reaching each of the 
objectives* A summative evaluation^ will 
result from this conference* 



See glossary for definitions. 



Suggested Forms- 



The forms that appear on the fonowirg three pages 
wm facnitate putti'ng the agreed upon objectives, activ- 
ities and validation on one form. 

The terms supervisor and supervisee are usee! so tfiat 
the forms could be used in the case of a classyoom teacher 
or a principal with the evaluatoy(s). 

there is no sacred number of objectives to be 
adopted; nor is there a given lergth of time for each objec- 
tive. An objective could be' suceessfulTy accoripl ished with- 
in weeks, while anDther m&y last for a year or even tonger. 
The users of the suggested forms can use as nary pages as 
needed. 



CQncludInq Rernark : 



e writing objectives, rertiember that an objec- 
tive must be: measurable, time phased, explicit, realistic, 
and related to the goal(s). 
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I. Initial C&nf&rencefs )*- 
( Sep tember/Oc tober ) 



Signature 
Date 

S1gnature_ 
Date 



Objectt ves** 


Activities 
to 

meet each 
objective 


Anticipated 
completion 
date 


Validation 
(How do you know that 
the objective has 
been wet?) 











Supervisee 



Supervisor^ 



*A copy is to be in the hands of the supervisDr, and another in the hands of 
the supervisee, 

**Each objectivi Includes: (a) the observable and/or nieasureable perfarmajice 
tnat Ts to occur, (b) the method by vhich one can determire how well thf 
perfonnance is conducted, (c) the time element, and (d) the level of 
satisfiction (prof icfercy level). 
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lU Intermediate Conference(s) 
( J an ua ry/ Feb rua ry ) 

By Januaryi both the supervisor and the supervisee should be able to offer 
a prelirninar^ estlrnate of the degree of achleyement of objectives. Objec- 
tives at that time could be added > deleted , modi fled , or kept as they are; 
provided that whatever is mutuany agreed upon is fn a written forni. 

For the purpose of such conference(s ) ^ the following form is suggested. 



Supervisee 
SupervisDr 



Intermediate ConferenceCs ) 
( Jan uarj/February ) 

Signature^ 

Date 

Signature^ 

Date 



Oblecti ves 


Status 

Un changed 
Modi fled 
New 

Deleted 


Es timata 
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III, Final Conferefice(s) 
(May) 

By May^ the supervisori with the supervisee^ win be able to maRe the 
filial evaluatlQn based upon the degrae of achievement of tha objectives* 
By that tires objectives for the ne^^t jear could be identlfiid, The 
following form Is suggeited. 

Final Conference (s) 

im) 

Supervisee Signature 

Date 

Supervisor Signature 

Dat e 

A- 

Objectives Assessnient of degree of achieyenient 



Obje ctive s for Next Year 
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PART I 
CLASSROOM TEACHER 

A. A Teacher' s Rol 

B. H. Teacher's Job 
Oescri pt1 on 
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A, A Teacher's Role 



A teacfier's role Is to pirforni 1n such a way that 
he/she facmtatess stimulates and guides the 1earn.ifig 
of students^ other teachers and community members^ the 
unique teaching style and scope of each individual teacher, 
as related to the following job descr1pt1oni should be 
recogrtzed by the eyaluator. 

This job descrlptlori attempts to delineate tasks 
that all teachers should perform and to describe abnfties 
that teachers shoiJld demonstrate. The teacher viho goes 
beyomd these tasks and abilities Is one who exemplifies a 
spirit of enthusiasni and dedication to the Job and to the 
students * 
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A Teacher -s Job Description 

In this Job descrlptlDn the absence of some familiar 
words and terminology 1s consp 1 cuoiis i e.g*, "emotional 
stabnit^^" "properly dressedi" and ^'creative." McNeil and 
Popham made 1t clear when they wrotc^: 

Further Items often used to assess personal 
characteristics are seldom adequate ly defined 
and at times are niot consistent with each otheri 
Dress has beens and Increasingly^ is a matter of 
personal preferences i^ccept for extreme casess 
efnotional stability is something even psychol- 
ogists have difficulty agreeing on; the factor 
of initiative seems to contradict the predisposi- 
tion to accept regulations. Second Handbook of 
Research on Teaching t 1973 1 p, 233. 

Also^ the reader will recognize that the area of 
discipline has not been^dealt with explicitly. It Is be- 
lieved that tha concept of "discipline" is Implicitly con- 
tained In several of the components of the Job description* 

In order for this handbook to be of value to the 
school dIstrlctSs several basic c lass 1 fl cati ons are needed ■ 

1, The word "teacher" is used In this brief 
discussion as It 1s used in the law; 1*e*, 
everyone below the rank of superintendent* 

2, The word "mutiual 1 ty" refers to the trust 
and conscientious agreenert between a 
teacher and an evaluator for the improve- 
fnent of the teaching-lea rrlng experi exi.ce 

3, Appendl:^ A 1s a glossary of words used In 
the job descriptions of the classroom 
teacher and the princlpaU 

With this introduction In mind* the reader can proceed 
to the fonowing pages of the Job description* 
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Pi anni nfl- an d Preparatl on 
The teacher i 



1.1 Identifies long and short term course objectives^ 

1.2 prepares and main tains, wri tten plans. 

1*3 plans Individual and group activities (1.e,, 
field tripSp role plaj^lnqi class discussion* 
inovles, slides, records^ interaction, etc*)* 

1*4 selects appropriate learning from available sources 
texts, supplenients , AV materials, etc. 

1.5 evaluates his objectives. 

1*6 plans for performance evaluation* 

1,7 modifies plans as necessary. 



Organization of Students and Classroom Management 

2 * 1 Professional Tasks 
The teacher : 

2*1,1 provides an anvlrcnment in which students 
learn and Interact.. 

2*1,2 provides an environment in which the stu- 
dent feels emotionally and physically 
secure. 



2 ,2 Procedural Tasks 
The teacher i 

2.2.1 follows routine school procedures. 

2.2.2 maintains appropriate student records and 
submits required reports within designated 
time limits, 

2.2.3 maintains an up-to-date record of basic 
Information for the use of substitutes as 
required, 

2.2.4 develops and maintains necessary classroom 
materialSp displays, and equipment. 
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Instruction And Interaction 



3.1 



Instruct! on 


The teacher: 


3.U1 


chooses activities attd methods which best 


3. U2 


meet predetermined obj'SCtfves. 


is aware of * and uses ^Ofriiffiunl ty resources 




v/hen available and appllcftblai 


3* U3 


encourages full pupH peirtl ci pati on in the 




learning experience^ 


3. U4 


encourages pupil in both affective and 




cognitive domains* 


3. ur 


encourages analytical m4 critical thinking* 


3. US 


teaches desirable work habits and study 




sknis* 


3.1.7 


provides opportunities for Individual 




a chi evemen t * 


3.1.8 


executes plans. 



3,2 I n teracti on 
The teacher: 

f 

explains fully to stud^anit^ what Is expected 
from them In the 1 earning ii tuati on* 
creates an atmosphera v^htre students feel 
free to express their views while encourag* 
1ng respect for the fIghtSi opinions, prop-^ 
erty, and contributtQn Otf others, 
creates an atmosphera In which students 
perceive that the ttaclher cares about what 
and how they learn, 

promotes self-awarenasi* and self-respect* 
encourages students to work to the best of 
their abilities and to take pride In their 
achievements , 

Is sensitive to, and adjusts as necessary to 
differences among children and considers the 
overall well-being of the Individual child* 
Is aval lable for individual cons ultatlon at 
a mutuany agreed upon tiM. 
keeps 1n confidence information that has 
been obtained In the course of professional 
service, unless disclaswr«i serves profes- 
sional purposes or i$ req'iilfed by law* 



3.2.1 
3.2* 2 

3.2*3 

3.2* 4 
3.2* 5 

3*2* 6 

3*2* 7 
3*2. 8 
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3.2.9 attempts to establish the confidence and 
respect of students. 

3.2.10 Is consistent 1n his/her ixpectatlons of 
and riactions to students' behaviors. 

3.2.11 demonstrates an acceptance of the students* 
development from dependence toward Inde- 
pendence. 



Assessment 
The teacher: 



4,1 uses tests for diagnostic purposes and/or place- 
ment, 

4^2 Interprets the results of tests.* 

4.3 establishes and Informs students of the basis of 
assessment, 

4.4 periodically assesses student accomplishment of 
objectives, 

4.5 reviews test results with students. 

4.6 encourages student self-evaluation. 



*The term "test" encompasses all methods of assessment 
that a teacher uses, and is not limited to the concept 
of a test requiring the use of pencil and paper. 



CoiTipetencI es and Professional Development 
The teacher: 



5.1 demonstrates knowledge and application of subject 
matter. 

5.2 keeps abreast of davel opmtints In techniques, phil- 
osophy, and content In the professional literature 
relating to teaching practice and subject areas. 

5.3 takes advantage of coursias* In-service training, 
and conferences 1n his/her area of sped all zatl on 
and competency, 

5.4 makes use of constructive criticism. 

5.5 sets realistic goals for self, based on a clear 
perception of his/her limitations and capabnities 
and the reality of his/her situation. 
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5,6 makes use of student rtactions as valid data for 
th^ evaluation of his/her teaching effectiveness 
(for personal use only)* 

5 1 7 d^BHons trates se 1 f-control . 

5.8 diwions trates posi ti ve sel f-conf 1 dence. 

5.9 ^u«feSt1ons the system constructively when believed 
ntcess ary p 

5.10 Identifies any factors that may have interfered 
with teaching effectiveness^ 



Human Riljtl onshi ps 

The ultirniati purpose of maintaining sound relationships 
among staff and parents will be for the benefit of students. 



6,1 Staff 

The teachers 

6i,1y1 coopirates v/ith co-workers by sharing ideas 

and methods of instruction, 
6,U2 exhibits profess^ional and ethical behavior 

toward fellow teachers and co-workers, 
6,U3 contributes to comrnlttees, faculty meetings, 
6*K4 seeks assistancet advicep and guidance as 

necessary froni colleagues and/or specialists^ 
6»US provi des ass i stance I advices and guidance as 

necessary for colleagues* 



6,2 Pargjit 

The tiacherr 

6^2*1 confers, as necessary and desirable^ with 
parents to foster a constructive parent- 
teacher relationship,.. 

6*2,2 involves, when appropriate^ parents in 
cl ass- re 1 a ted acti v1 ti es , 



SUSGESTED INSTRUMENTS 
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In using the Instruments Included in this handbook^ 
easenotethefollowing: 



Numbering of Instruments : The letter and number designa- 
tions in parentheses in the upper right corner of each 
instrument correspond to the letters and numbers of the 
major sections of the teacher's and principal's job 
descri pt1 on. 

Example : (T-1) refers to the section on planning and 

preparation in the teacher's job description, 
while (P-1) refers to the section on manage- 
ment in the principal's job description. 
Successive numbers after the initial letter- 
number designation (i.e., T-1-1, etc) 
indicate the various instruments for the major 
categories of the job descriptions. 

Types of Instruments : The variety of the instruments in- 
dicates that there are a variety of methods to use for 
assessment. Teachers and principals should choose those 
which best suit their needs. The selection of specific 
instruments can best be done during the pre-conf erence 
when mutually established objectives are chosen, though 
further selection during the school year may be necessary 

Use of Instruments : The instruments may be used in eithe 
of the following ways: 

1. Two separate forms are to be completed by 
the supervisor and supervisee. The results 
are compared and necessary comments written 
duri ng the post-observati on conference. 

2, The supervisor and supervisee complete the 
same form using different colored pens or 
pencils. They meet to discuss and comment 
upon the results, 

27 
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Exampi e ' 



Suppose that the item to be checked is^ "The teacher 
identifies long term course objectives^' The instru- 
ment to be used could be one of the following samples* 



Sample A 



The teacher identifies 

long term course objectives. 



n 



Identi fled 
& written 



n 



Identi fled 
& unwritten 



a 



Uniden- 
tified 



The two squares above each point are to be used by the 
teacher and the evaluatori whether separately or together, 
Below the scale there is a space for comments if needed* 



Sample B 



The teacher Identifies 

long term course objectives , 



Yes 



No 



Comments 



In this sample^ it is a matter of either checking "Yes" 
or "No" rather than the quality of the objectives. The 
evaluator may use the space under "Comments" to indicate 
the quality* 



Sample C 



b 

a 
+^ 
u 
m 

in 



o 

U 



in 4^ 



m 

tn 



Gormen ts 



The teacher identifies 

long term course objectives. 
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in this sample it becomes obvious that it is a check 
for the quality. 



The teacher identifies 
long term course 
objectives. 



Sample D 
Teacher Evaluator 



Comments 




This sample leaves it wide open for just a check, and 
then ample comments should be used regarding the quality 
of the objectives, the form in which they exist, etc. 



Sample E 



The teacher identifies 

long term course objectives. 



Narrative Summary: 

Evaluator 



Teacher 



In using this form, the evaluator as well as the teacher 
write narrative summaries. Such a form does not provide 
for precise comments, but may allow opportunity for dis- 
cussion as to what is meant and what is not meant by a 
given statement. 
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Local Use of Instruments : The choice of the instru- 
ments is left to the individual school district. It 
should be noted that the evaluator could be a fellow 
teacher, a chairperson of a department^ an administra- 
tor, a principal J or a student. Thereforei school dis- 
tricts are urged to use the type of Instruments that 
provides value and practicality to each of them. Also, 
a school district has the choice of modifying any of the 
suggested Instruments to suit Its needs and human re- 
s ources . 

Limitations of Instruments : The f ol 1 ow1 ng i ns t rumen ts 
do not deal with all aspects of teacher evaluation. They 
are limited to what is indicated 1n the job description* 
For examples those who are interested in evaluating the 
process of Interaction between a teacher and student, can 
consult Simon and Bayer, Mirrors for Behavior III (latest 
printing is 1974). 

As for those who are interested in assessing teacher com- 
petencies in specific areas, if needed, they can consult 
the test collection of the Educational Testing Service 
(ETS) entitled Assessment of Teachers, June 1973. 



Planning and Preparation 



Instructions : This instrument 1s intended for use by the teacher 
and evaluator. 



The teacher: 



Identi fies 
objectives, 



long term course 



n 



Identified 
& written 



JIL 



Idintified 
& unwritten 



na 



Urn den- 
ti fled 



Comments: 



2. Identifies short term course 
objectives. 

Comments : 



n 




n n 


Identified 


Idtntii 


Fied 


Uniden- 



& written 



& unwritten tified 



3* Prepares and maintains written 
plans (frequency). 



Comments : 



n 



Plans are " 
always pre- 
pared and 
maintained 



, . . n 

Plans are 
often pre- 
pared and 
maintained 



n 



Plans are 
never pre^ 
pared and 
maintained 



Prepares and maintains written 
plans (quality). 



Comments ; 



Flans are 
clear and 
useable 



Plans are 
unclear and 
un useable 



Pans^do' 
not exist 
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Plans individual and group 
act! VI ties. 



Comments : 



Plans varied 
activl tias 



PI ans activ- 
ities of 
limited 
variety 



Rani 



IS no 
variati or 
of activ- 
i t1 es 



Selects appropriate learning 
materials from available 
sources . 



Comments : 



Usually se- 
lects appro- 
priate 
materials 



n 

Often se- 
lects ap- 
propriate 
materials 



e'ldS 
lects ap- 
propriate 
materials 



Plans the evaluation of 
objectives and performance. 

Comments : 



Eval uates 
forma t1 vely 



Evaluates 
summati vely 



"^es'^t 



evaluate 



Modifies planSi 



Comments ; 



Usual ly pro- 
v1des alter- 
natives 



UTten mod- 
ifies plans 



^dom 



modifies 
plans 



PI anning and Preparatl on 



Instructions : This Instrument is intended for use by the teacher 
and evaluator. 

Performance 

The teacher- Yes No Comments 

1, a* identifies long term course 
objectives 



1, identifies short term course 
objectives 



2- prepares and maintains 
written plans 



3. plans individual and 
group activities 



4* selects learning materials 
from available resources 



5* plans to evaluate objectives 
and performance 



6. modifies plans 
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Pijnnino and Prepafation 
^"^tructions! This instrument is intended for use by tk tmkf and evaly^tor, 



! 

m 
I 



The teacfier: 



i 

¥ I U\ 

U 0 C 

U 13 

i/j fi C 

'r fl 

¥ VI ¥ 

<^ If) 

ifi ¥ ¥ 

C 3 

3 w 6 



1, a, idfiiitifies long term coyrie 
iectlves 



1, b. idgntifies short term coyrse 
objectives 

2. prepares and miintains written plans 

3. plans individual and pup 
activities 

i selicts learning materials frofn 
available resources 

5» plans to evaluate objectives and 
perforifice 



6» modi f lis piios 



^ 'eric 



Comments: 
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Planning and Preparation Rating Scalg 
Instructions : This instrument is intended for use by the teacher and evaluator, 



Teacher Evaluator Comm 



1. Long teroi course objectives 

a, well-difined and written 

b, well -defined and unwritten 

c, undefined 



2. Short term course objectives 

a, well-defined and written 

b, wen-defined and unwritten 

c, undefined 



3, Written plans - frequency 

a, always 

b, usually 

c, soifiitinies 

d, never 



4, Written plans - degree 

, a. prepares in detail 

b, prepares generany 

c, does not prepare 



5, Group activities 

a, plans ahead 

b. plans off4he-cuff 

c, does not plan 

d. does not apply 



Teachir Evaluator 



pg 

N 

I 



6, Individual activities 

a, plans ahiad 

b, plans off-tlii-cuff 

c, dois not plan 

d, does not ap 
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h Learning materials 

a, always appropriate 

t). uiually appropnite 

c. soMtiiiies appropriate 

d. seldom appropriate 



8. Learning materials 

a, always selects in advance • 

b, usuilly selects in advance 

c, sometiTOs selects in advance 

d, seldoni selects In advance 

9. Objectives , 

a, constantly plans to evaluate 

b, often plans to evaluate 

c, oceasionany plans to evaluate 

d, sildom plans to ivaluate 

10. Performance 

a. constantly plans to iv&luate 

b, often plans to evaluate 

c, occasionally plans to evaluate 

d. seldom plans to evaluite 



Comments 



I 

N 
03 



Planning and Preparation l^ating Scale (Cont'd) 



1. Modification of plans 








a. constantly modifies 








b, often modifies 








c. occasionally modifies 

d, seidom modifiis 















Planning and Preparation 



Instructions : This instrument is intended for use by the teacher 
and evaluator. 



Statement of Objective: 



Narrative Summary: 
Evaluator 



Teacher 



EKLC 



-29. 



42 



(T-Z-l) 



Organization of Students and Classroom M 



anagement 



Instructions: This instrument is Intended for usa by teacher and 
f valuator. 



The teacher: 



T-4 Provides an environment in which 
students learn and interact. 



Comments (give examples) 



n 

Much learn- 



mg and in- 
teraction 
takes place 



,n,n 

Some Tearn- 
1ng and 1n- 
teracti on 
takes place 



OEL 



Little 
learning 
and Inter- 
action 
takes place 



2. Provides an environment 1n which 
the students appear to feel 
emotionally and physically 
secure. 



Comments (give examples) 



3. Follows routine school 
procedures. 



Comments (give examples): 



tudi 



Students 
seem to 
feel very 
secure 



Students 
seem to 
feel some- 
what secure 



n 



tudents 



Students 
seem to 
feel 

insecure 



consistently utten fol-^ 

follows rou- lows routine 

tine proced- procedures 
ures 



n n 



Seldom 
lows routine 
procedures 



intalns appropriate school 
records. 



lents (give examples) i 



n 



n 



uonsi stent ly Often mal n- 
maintalns tains appro- 
appropriate priate 
records records 



Seldom 
maintains 
appropriate 
records 
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(T^2^1) 



5, Submits required reports. 



Conpients (give examples): 



Consistently 
submits re- 
ports when 
required 



Often sub- 
mits reports 
when re'- 
qui red 



Seldom sub" 
mits report 
when re- 
quired 



6* Maintains up-to*date record of 
basic Information for use of 
substitutes* 



n 



Consistently 
maintains 
record of 
informati on 



maintains 
record of 
informati on 



Seldom 
maintains 
record of 
Information 



Comments (give examples) 



7. Develops necessary classroom 
materi als. 



CoFTments (give examples) 



8* Maintains necessary classroom 
materials. 



Comments (give examples): 



Consistently 
develops 
necessary 
materials 



Often 
develops 
necessary 
materials 



n 



Seldom 
develops 
necessary 
materials 



Consistently Often Seldom 

maintains maintains maintains 

necessary necessary necessary 

materials materials materials 



44 



ERIC 



31- 



Orpization of Students and ClassrOGm Hana^ement 
Instructions : This instrument is intendid for use by teacher and evaluators, 



Professional Tasks 


yes 


No 


Cpmiant by 
Evaluitor 


Comient by 
Teaehar 


1. Provides an environinent in which students liarn 
and interact, 










2i Provides an environment in which students feel 
emotionally and physically secure. 











Froeedural Tasks 
3, FqIIows routine school procedures. 










4, Maintains appropriate school records and submits 
required reports within designated time limits. 










§, Maintains an up-to-date record of basic informa- 
tion for use of substitutes as required, 










6, Develops and maintains necessary classroom 
materialSj displaysi and equipment, 
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Mm Scale for Classroom Hafiaqefnant 

r 

^"^^'^"^^iQ"^: This instrumint is intended for use by teacher and evaluators. 



— Teacher Coient 

1* Routine school procedure 

a, alwi^s follows 

b, usyally follows 

c, sometiiis follows " 

d, seldoin follows 



I Appropriate school records 

a, ikays carefully kept 

I b. soinetimes kept 

(3 c, carelessly kept 

' d, not kept it all 



3, Required reports (check more than 
ona if needed ) 

a, 1, excellent reports 
2, in on tiuii always 

b, 1, good reports 
2, son ti mil late 

c, reports not handed in 



4, Basic up-to-date informatioii for 
substitute's use 

a, always avail able 

b, usually available 

c, sometimes available 

d, never avail able 
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jatin^ Scale for Classrooni Mtmut (Cont'd) 



^ TeachBr Comingnt > Evalyator Cororit 

5, Develops necessary classrooiii itir- 
isls and aquipment 

a, always 

b, usually 

c, sometimes " ^ 

d, never " ^ 



L Hiintalns classroom materials and 
eqyipint 

a, always 

b, usually 

I c. sometitnes 

w d. never 

|i 
! 
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Organization of Students and Classroom Management 



Statement(s) of Objectlve(s ) 



Evaluator's l^arrative 



Teacher's Narrative 



(T-3-1) 



Instruction and Interaction 
Instructions ; This form is inttnded for use by teachers and evaluators. 
A, Instructional Techniques - Narrative Coininintary 



Teacher's Response _ Evaluator's Response 



U The teacher uses the following 
rnethod(s) to meet predetermined 
objecti ves i 

t 


--- -- - -^-t-^'^^^ 




2, The teacher uses the following 
activities to meet predeter- 
mined objectives: 






3* The teacher uses the following 
cornmunity resources! 

(If not appllcablej why not?) 






4* The teacher uses the following 
methods and activities to pro- 
mote pupil participation: 






5. The teacher uses the following 
methods to encourage creative 
skills: 
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Instruction and Interaction (Cont'd) 

Teacher's Response Evaluator^s Response 

6* The teacher uses the following 
methods to encourage the 
acquisition and application 
of facts* 



7* The teacher uses the follwlng 
methods to encourage analytical 
and critical thinking: 



8, The teacher uses the foil wing 
methods to teach desirable work 
habits and study skills" 



9, The methods and activities are 
appropriate to the instructional 
level of the students* (Explain) 



10. The teacher provides the follw* 
ing opportunities for individ- 
ual achievement: 



11* The teacher provides materials 
that are appropriate to the 
identified objectives. 
(Explain) 
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Instruct i cn and tDt^raction (Cont'd) 



12, 



The teacher p^oMdes materials 
that are a^af lafcle in adequate 
quantity, (rf not ^ why?) 



Teacher's Response 



EvaluatQr's Response 



13« The teacher prowidas materl als 
that are appropriate to the 
abi lities of the students. 
{If not, whi/?) 



14, Ihe teacher plan s cooperatively 
witJi Dthers tfl entiance the 
trarsfer of knovfled^e. 
(If not, why?) 
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Instructl on and Interaction (Cont'd) 
B. Interacti on 

Data 

yes No rnsufflclent Comments 

1* The teaclier explains fully 
to sttidents vvhat is ejcpected 
from theni In the learning 
situatiofi. 



2, The teacher c^^t^es an atmos^ 
phere where students feel free 
to eKpress their v^lews v/h11e 
Gncouraging respect for the 
rights s opinions I property/ 
and contribution of others^ 



3, The teacher creates an atmos- 
phere inv/hlch students per- 
ceive that the teacher cares 
about what and how they 
learn. 



. 4, _ The teacher promotes self- 
awareness and self-respect* 



5, The teacher encourages stu- 
dents to work to the best of 
their abilities and to take 
pride in their achievements. 



6^ The teacher is sensitive to, 
and adjusts as necessary to 
differences among children and 
considers the oyerall well- 
being of the individual child. 



7. The teacher is available for 
individual consultation at a 
mutually agreed upon time* 



8. The teacher keeps In confi- 
dence inforniation that has been 
obtained fn the course of pro- 
fessional service unless dis- 
closure serves professional 
purposes or is required by law* 



5^5 

-39- 



rnstructlon and Interaction (Cent- d) 



Yes No 



Data 
Ensiifficlent 



Comments 



9, The teacher attempts to estab- 
lish the confidence and respect 
of students. 



10, The teacher is consistent in 
his/her expectatf ons of and 
reactions to students* behav- 
iors. 



11, The teacher demonstrates an 
acceptance of the students' 
development from dependence 
toward independence* 



12, The teacher provides an en^ 
vironment In which students 
learn and interact. 



13i. The teacher provides an en-- 
vironment in which the stu- 
dents appear to feeT efnotion- 
ally and physically securet 



14. The teacher presents material 
at a rate and degree that is 
consistent with student 
abi lity levels. 
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Instructi on and Interacti on 



Instructions : This form 1s intended for use by teachers ard evaluators. 



A. Instruction 



1, The teacher uses a variety of instructi onal techniques to eKecute 
plans. 



always 
2nts : 



usual ly seldom 



L nn 



never 



2. The teacher chooses activities that correspond to course objectives, 



n n n 



a iways 
Comments : 



usually ' seldom 



never 



3, The teacher chooses materials that -correspond with course objectives, 



□ n 



usual ly sel do 



a iways 
Comments : 



ne\/er 



4, The teacher chooses materials ard activities that are consistent with 
student ablH ties , 



aTways 
Comments : 



n ,n 

usually 



sSTcJofn never 



41- 
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Instruction and Interaction (Cont'd) 
5, The teacher makes use of community resources when appropriate. 



CT-3.3) 



cm 

always 



n 



-jp op 

usually seldom never 



Comments : 



6. The teacher Involves all students 1n the learning process. 



always 
Comments i 



n n 



usual ly seldorTi 



n 



never 



7, The teacher encourages students* critical exam nation of subject 
matter. 



□-□ n n n n 

a I ways usual ly seToom never 



never 



Comments ; 



8, The teacher explains to studerits hm to best fulfill course objec- 
ti ves * 



always 
Comments 



usually 



sei doi 



n n n 



never 



9^ The teacher provides opportunities for individual achievement. 



□La 

a I ways 



usually seldom 



nun an 



never 



Comments ; 
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Instruction and Interaction (Cont'd) 



(T-3-3) 



10, The teacher allOTS student initiated discussion. 



n n 

always 



n n n an 

usually seldom never 



Coinments : 



The teacher clarifies^ 
students. 



buildSs or develops Ideas suggested by 



n 



always = 
Comnients : 



usually seldom never 



12, The teacher stifles in class contributions from some students, 



a 



a iways 
Comments 



usually 



seldorii 



never 



B, Interaction 



The teacher explains fully to students what is expected of them 1n 
the learning situation. 



always 
Comments : 



n 



n 



usual ly seldom 



never 
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Instruct1on_ani InteiragtlQn (Cont'd) 



(T-3-3) 



2. The teacher's response to students conveys to students the feeling 
that their contributions are understood. 



a 



always 
Comments: 



n,,n 

seldom 



never 



3. The teacher's responses to students help them clarify their thoughts. 



always 
Commeiits : 



usually seldom 



never 



4, The teacher provides for a classroom environment free from intimidation 
or threat* 



always 
Comments : 



n n 



usuany " seldom 



nn 



never 



5, The teacher demonstrates affection for students, 



on □_□ n n n 

always usually seldom m 



iways 
Comnients 



seldom 



never 



6. The teacher anows for humor in the classroom situation. 



n n 








n ^ 


n n 


always 


usual 




seldom 


never 



Comments 
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I n s try c 1 1 on and Interaction (Cont'd) 



(T^3^3) 



7« The teacher adjusts to the individual differences among students. 



□ 



always ' ^ usual Ty 



n. n OLD 



seldom 



naver 



Comments* 



8, The teacher Is available for consultation. 



Q 



always 
Comments : 



usually^ seldom 



9, The teacher keeps 1n confidence information that has been obtained 
in the course of professional service ^ unless disclosure serves 
professional purposes or 1s required by law. 



n n 

always 



usual ly 



seldom 



never 



Comments 



10. The teacher is consistent In his/her expEctatlons of student 
behavior. 



n 



a 1 way s 
Comments : 



OM n n n n 



usually sel'db'rn 



11. The teacher Is consistent in his/her reaction to student behavior, 



a 



n a n n jip 



always 
Comments 



usual ly 



sel dom 



never 
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Instruction and Int eraction (Cont'd) 



12. The teacher encourages his studints to listen to and respect the 
statements of others^ 



□ n 

always 
Comments : 



n n 

usually 



XL 



seTdom 



no 



never 



13, The teacher encourages respect for differing opinions^ values, and 
life styles. 



always 
Comments: 



n n n □ 



usually sITFom 



n 



never 
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(T-3-4) 



jnstfuction and Interaction 



Instructions : This instrunient is intended for use by students, to be 



returned only to the teacher. Though this particular 
survey 1s most relevant to middle-high school students ^ 
others are available that may be used in the higher 
elementary levfels (4th grade on)* 



Directions to the Students: This survey is to help me improve my teach-. 



ing afaiTTWes and your learning experience. Please assist 
me by honestly completing the survey* Any specific ex- 
amples or corments will be very helpful* You may remain 
anonymous* Thank you for your help. 

Check off scale where most appropriate^ 



Studgnt Survey 
The teacher ^ , . 

1* Makes students feel free to approach him/her for consultation. 



Examples and/or comments: 
2, Encourages questions and expression of student viewpoints. 



Examples and/or comments: 
3. Allows students to disagree with his/her statements and opinions. 



very 

approachable 



unapproachable 



encourages 



discourages 



1s receptive 
to disagreement 



is defensive 
about disagreement 



fxamples and/or conTmants: 
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(T-3-4) 



The teacher . * 

4. Encoufages all students to participate in discussions, 

encourages i , > , d lscQurages 

Examples and/or coniments: 

!, Leads productive class discussions, 
very 

productive , , , , u nproducti ve 

Examples and/or comments: = .. 

. Makes an effort to tailor his/her teaching to meet students- needs 
and interests* 

mekar great " makes no " 

ef^Q^ t-- ■ . , I e ffort 

Examples and/or comments: 

. Seems to favor certain students at the expense of others* 

shows much shows little 

favoritis m i i . , f avorltlsni 

Examples and/or comments: 



. Selects materials that are readable and interesting, 

very readable difficult to read 

and interesting^,^ . , a nd uninteresting 

Exarnples and/or corTinients: 
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The teacher . . ♦ 



9. Suggests additional reading mateflals to Interested students wNen 
appropriate* 



often 
suggests^ 



seldom 
suggests 



Examples and/or comments: 



10* Selects course material which 1:5 significant and wortfi studying. 



wel 1 worth 
studying 



not worth 
jtudying 



Examples and/or comrents 



11, Expects a reasonable amount of vork, 
expects too 

much work , 1 _ 



expects %m 
, llttk work 



Examples and/or comments 



12. Presents material that is appropriate to the students* backgrounds 
and abilities. 



material 

too difficult I 



, t oo ^My 



Examples and/or comiTients : 



13. Presents material at a rate that is appropriate to the students* 
backgrounds and abilities* 



material covered 
too quickl y g 



material covered 
^toQ slowly 



Examples and/or comments: 
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iMtruction and InteractlQn 

Student Response Form 

1, List any characterlitics , teaching technfquies, etc,, that have enhanced 
your Instructor's effectiveness as a teacher^ 



2, List any habits, mainneHsmSs or characteristics that Interfere with 
your instructor's effectiveness as a teacher^ 



3*. ...What 1s your Instrurtor'.s greatest asset? 



4, What Is his/her outstanding shortcoming? 



What specific things do you think might be dona to Improve his/her 
teaching in this course? 



6. Other comments. 
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Assessment 

instructions : This fom is intended for use by teachers and evaluators. 

The teacher: Yes No Coninient 

If Uses tests for diagnostic 
purposes, 

2. Uses tests for placi'fTient, 

3* Interprets the results of tests. _^ 

4* Establishes the basis of 
assessments 

5^ Informs students of the basis 

of assessment, 

6v Periodically assesses student 

accomplishment of objectives, 

7, Reviews test results with 

students, _^ 

8* Encourages student self* 
evaluation. 
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(T-4-2) 



Msessment - Narrati ve 



iJS&^tfjTs^: mis fam is intended for use by teach 



ars and evaluators, 



itatementfs) of Qb.iecti vefsl 



Teache r 



Evaluator 
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^ssessnient - Student Survey 

This instnimint is Intended as a survey of student opinion dealing with 
assessment. It ihould give the teacher feedback concerning the eacher's 
assessment practi ces as v^/ell as possible strategies for imprpveirentp It 
is Intended for the tiacher's personal use Qf]ly as part of the self- 
evaluation program* 



Instructi ons to the Student: The purpose of this student survey is to 

give me constructive ideas for Irnproying the methods 1 use 
to assess your achievement in this class* Please indicate 
with an inhere you feel my abilities are on each scale. 
Please remain anonymous. Feel free to comment and give 
examples. Thank you, 



The teacher* 

1* E^cplains full^^ the course requf refnents and goals at the beginning of 
the course* 

explains ' does not 

T 1 y I I I 1 e xpl a1 n 

Examples and/or comments i 



2. Gives exams or papers which are fair tests of what is taught, 
very 

fai r i I L_ t u nfai r 

Examples and/or comments: 



3, Gives exams or papers which are closely related to the goals of the 
course* 

closely 

relate d , . , _j , u nrel ated 



Examples and/or comments: 
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The teacher! 

4. Has impartial grading practices. 

yeny partial to 

impartial , , , ^ _ ^_certa1n students 

Examples and/or comments: 



5, Returns graded student work promptly* 

always , never 

P^omp t . I . - P^omp t 

Examples and/or comments: 



, Provides helpful and constructiwe ccmnie;nts on written work* 

comments comnients not helpfyi 

very helpful , , ^ _ _ -J.^— non-existant 

Examples and/or comments: 



, Reviews the results of tests with studerits, 

always never 
revi ews , , , , _ reviews 

Exaniples and/or comments: 



Encourages students to evaluate their own work, 

always ^ never 

encourages , , ' _ JU^ ^ancouraqeg 

Exeimples and/or cornments : 



What suggestions for Improvement do you have? 
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Competencigs arid Professiof^ l Development 
Instructions: This instrument is Intifided for usi by teachers and e valuators. 



Mm 



Date 



2* 



3. 



Knowledge and 
appH cation of 
subject* 



Pv^ofessional 
literature. 



Professional 
participation. 



Thorough 
knowledge & 
app If cation 
of subject 
area 



,nn 

Is conver- 
sant with 
current 
literature 



Contributes 
time to im- 
prove in- 
struction 



.on. 



Adequate 
kfiowledge S 
af>pli cation 
of subject 
araa 



MA- 



reads to 
keep up with 
nm trends & 
davalopinents 



n n n n 



Contributes 
time when 
riquirecl 



- n- n 

Inadeqiiate 
knowledge & 
application 
of subject 
area 



Is not aware 
of the latest 
developments 



Contributes 
time to no 
advantage 



-n n 

Does not take 
advantage of ^ 
opportunities 



Cofiment: 



Coinnient: 



Comment: 



n 
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I. Constructiva 
cn'ticisfii, 



I, Goals 



I 

a 



6. S 



reaction, 



7. Self- 
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Ts 



[L 



pen to 




. j: 



critieisin 



IS Decommg 
more capable criticism 
of riceiving railllngl) 
criticism 



n 



Consisteiitly Is usually Shows much 

works within aware of tha confusion 

the raalm of limits of ^ ab 

tfie possibli the situatiofi 



a 



Cofislstently Frepntly" Occasioiiany 
perceives I UEis student uses student 
banefits reactions reactiofis 
from studefit 
reictiofis to 
teaching 



Always niaifi- Uiualiy main- Benavei yn 
tains con- 
sistent and 
reasonable 
lolf-cofitrol 



tains reason- predictably 
able self- 
control 



Is cTosed to 
ill cHticisn 



n 



ias a total ly 
unrealistic 
view of self 
and/or the 
sltuatiOfi 




Jisrefaras 
student 
reactions 



Comnti 



Coninienti 



Goimienti 



Coranent: 
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8. Self- 
confidence. 



3. telysis and 
of the Epstein, 



I 

si 



10. Teachef 
effectiraess, 
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Usually iifiarally unsure, 

poised, surg sure of self, lacks §i]f- 

of self, pos- confident of confidince, 

I'tive about teaching doubtfyl 













Dife 


mm 



about ability 
and/or metli- 
ods , not open 



teicfn'fig lithods ind/ ibout mitfiQds to suggas- 
mithods and or abiliti and/or tions 



ability 



MiKes views 
Oil system 
known i is 
actively in* 
volvid in 
iinproveuient 



ability 



Criticizes I Does not rti CntiHi 
offers usefyl views on sys^ challenges th^ 
tem known 











Cr 


■ti 


cizii § 



alternatives 



system impuls 
ively h does 
not contribute 
to improvi the 
sy stain 



n 




Identifies IM 

the factors the factors 

that ray that may 

have inter* have inter- 

feridwith faridv/ith 

effectivenasi teaching ' 

and takes iffectivenass 
steps to im* 
pi^ovfl them, 



h not awari 
of factors 
that may hm 
interferiti 
with teach ini 
effect! veriais 



Comnti 



Comnt: 



Cofienti 
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MditiQiia] CMents 
Teacher Evaluator 




'i 



\ 



OS 

I 
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(T-5-2] 



CoffiHlllflcles and Profess lonaljmMi^^ 
iMtructlons: This instrument is Umm for use by teachar, and m^umn^ 



The teaclitr; 



1. Denionstrates knowledge and applicat.lfln of subject matter. 

^' ^"P^«5^«ast of developments in twhniques, philosoDhv 
and content in the professional li^r^ture relat no £ 
teaching practice and subject areas! - 

terences in his/her area of specialli^tion and competency. 
1. Makes use of constructive criticism., 

S JlwJ' 'slf, base^ on a clear percep- 

e i V Jj'h Wh^^''^;*^°^' capaMlities and tff 
reality of his/her situation. 

. Makes use of student reactions as v^lid data for the 
evaluation of his/her teaching effectiveness (?or%ona1 

. Oenionstrates seif-contro]. 

• Oemonstratis positive self-concept. 



uns'a^isTactory 


Satisfactory 


Outstanding 
































i 
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Human Relationships (Cont'd) 
The teacher* 

5, Provides assistance^ advice and guidance as fiecessary for coneagues. 



never pro- privides provides offers assis- 

vides ass1s- assistance, assistance i tances advice 

tancep advice advice and advice and and guidance 

and guidance guidance guidance when without being 

grudgl ngly asked asked 

when asked 

Evaluator's comments (give eKamples): 



Teacher's coments (give examples): 



(T-6-3) 



Human Relationships 

Instructions: This Item 1s to be circulated afnong a group cf peers of 
tlie same department In the middle and high schools ^ and 
among a group of teachers In the elefnentary schools* 

Prelinif narj^: Do you interact with this person? Ves t\ o 

If the answer Is noi do not respond to foUwing ques- 
tions but explal 

Ves [No CQniment 
The teacher: (give example) 

1* at Coopfirates v/ith co-workers by 

sharing ideas* 

bi Cooperates v/ith co-workers by 

sharing methocls of instruction* ^ 

2. Exhibits professional and ethical 
behavior tov/ard fellow teachers and 
co-workers* 

3* at Contributes to committees. 

b. Contributes to faculty meetiTigs . ^ ^ 

c* Contributes to other staff efforts* 

4. Seeks assistance, advice, and 
guidance as necessary from col- 
leagues and/or specialists. 

5. Provides assistancei advice^ and 
guidance as necessary for 

colleagues, ^ ^ 
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Hurnan . Rel at lonshi ps 



iS tructioris : This instrument is intended for use by the teacher and 
~ " ^ the evaluator* It may also be used by the teacher's 
peer group. 



latement of Objectives! 



irrative Summary: 



Evaluator 



Teacher 



ERLC 
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Hufrian Rel at1 ons hi p_s 

Instructi ons ; This instrufnent is Intended to be sent home and returned 
to the school teacher or principal. 

L Have you conferrad with your child's tiachir in any m^i 

Yes No 

a. In v/hat way? 

personal conference ^ 

telephone conference " 

note 

PTA 

open house 
class visitan'on 

other^ 

please coiment: 

2, Have you been involved in school related activities? 

Yes N o 

please coinnent: 



3, Do you feel this school 1s doing Its best to ineet the needs of i^oiir 
child? What specific reconmindatlons do ycu have for iinproveiTiant? 
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PART n 
PRINCIPAL 

A. A Node! for Principal 
E val ua t1on 

B , A Pri n c1pa 1 ' s Rol a 

C , A Pri n clpa 1 " s Job 
Descri pti on 
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In tr od uct i on 
A No del for P r i nci pal E v a 1 u a 1 1 o n 

The fonDwing model of a princlpaVs job description 
serv^es as the framework for evaluation^ Accurate svaluation 
requires iriput of data from a variety of sourc&s to assist the 
principal in the effective performance of his re sponsibi 1 1 ti es t 
all geared tov^ard the Improvement of the student-lea rni-^ng ex- 
peri ence , 

The job of a princh il deals with four major cats-- 
gori es of ir\t arre 1 ate d responsi bill ties : (1) fnarageTiien t , 
(2) personnel (including students and staff)j (3) currlcu- 
lum* and (4) human relationships, 

K Manag emen t , This aspect of a principal's 
job includes responsibility for the follow- 
ing* records of students and staff; fiscal 
operations; public relations; the scliool -s 
pliysical plant; application of state ^ dis- 
tricts and federal laws and policies; estab- 
lishment of procedures and regulations ir 
the school; and educational supportive 
equi piTient and suppl ies* 

2, Pers Qnne 1 . This aspect requires interactlDn 
among teacherSs support staffs and students 
v/1th v^honi the principal works. This inter- 
acti on Includes supervi s 1 on and eva luat iorii 
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3. Curri cul um ^ This aspect includes responsibil- 
i ty for all programs inside and outside the 
school that affect students, 

4. Human Relationships : This aspect of the 
principal's Job description deals with the 
nature of the principal's Interacting viith 
various mimbers of the professional stafff 
students^ and parents^ 

The close relationship between Personrtel ard Curri cu- 
1 um dictates combining the two under one heading (Personnel and 
Instruction) in the job description. 

The evaluative Instruments following the job descrip- 
tion are designed to give the prircipal a perception of hov/ 
he is handling his responsibilities as well as to give con- 
structive suggestions for i mprovenien t , 
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Pri n cipa 1 's RqI e 



A principal *s role Is to perform in such a way as 
to provide leadership, superylslon and coordination of the 
total educational prograni within the schcol , 

The principal's raspDnsIbi 1 1 ties lie \^1thin the 
areas of: 



The job description atternpts to delineate tasks 
that all principals shoiild perform and to describe abilities 
that all principals should demonstrate. The principal who 
goes beyond these tasks and abilities is one who exemplifies 
a spirit of enthusiasm and dedication to the Job and to the 
students in the school. 



1 . 
2. 
3. 
4. 



managemen t 

personnel and instruction 

competencies and professional development 

human rel a ti o nshi ps 
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PRINCIPAL JOB DESCRIPTI ON 



1 . Management 

1 . 1 SchoQ 1 Records 
The principal: 

1,1*1 Establlshas procedures for safe storing and 
integrity of all records. 

1,1,2 Insures that recordkeeping procedures comply 
with state* federal and district laws and/or 
p 0 1 1 c 1 e s . 

1 . 2 Fiscal Ope rati ons 
The princi pal • 

1.2.1 Maintains close surveillance of all allocated 
funds p 

1.2.2 Prepares overall school budget, 

1.2.3 Operates school progranis v^lthln budget. 

1.2.4 Maintains appropriate procedures to insure 
safeguard of funds. 

1 . 3 Publ i c Rel at1 ons 
The principal: 

1.3.1 Disseminates information about school activ- 
ities and prograrns to community. 

1.3.2 Develops and maintains liaison with parentSs 
social services and media personnel. 

1 . 4 SchoQl^Physlcal Plant 
Theprincipal: 

1.4.1 Oversees custodial work to Insure plant 
cleanliness and maintenance* 



ERLC 



1.4.2 Sets up procedures to insure pUnt is free 
from safety hazards, 

1.4.3 Provides procedures for security of school 
f aci 1 i ti es , 

1.4*4 Attempts to provide school environment 

(psychological and physical) that is condu- 
cive to the learning process, 

1 , 5 Know lgdp of State^ Federal and Pi strict Laws and/or 
Board, of Educati on Policies Affecting Operation of 
School 

The pri nci pal : 

1,5*1 Comniuni cates requl rements w1 th s tu dents s staff, 
parents and Central Administration. 



1 , 6 Administrative Leadership and Practices 
The pr i nci pal : 

1.6.1 Establishes efficient procedures and processes 
for maximum administrative effectiveness, 

1.6.2 Develops viable student scheduling procedures. 

1,6*3 Develops viable school-related activities pro- 
grams , 

1.6*4 Cooperates with peers (other principals^ eval- 
uatorSs Central Office personnel ^ etc.). 



Educettlo nal Supporti ve Equipment and Supplies 
The pri nci pal : 

Determines need for all school equipment and 
supp 1 1 es . 

Maintains appropriate procedures for replacement 
and repair of equipment. 

Recommends necessary supplies and equipment for 
Implementation and maintenance of current programs, 
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1.7 



1.7,1 
1.7.2 
1.7.3 



2. Personnel an_d Instruction 



Routine School Procedures 
The pri nci pal i 

2.1*1 Reviews responsibilities and cooperatively de^ 
termi nes s chool objecti ves w1 th the superi n- 
tendent in accordance with district goals. 

2^i72 Implements administrative and Board of Educa- 
tion policies* 

2,1,3 Interviews and recommends prospective staff 
members, 

2,1*4 Confers with teachers as a group concerning 

new and existing school policies as contained 
in teachers' handbooks* 

2.1,5 Informs teachers of educational resources and 
pupil services available to them. 

2,1*6 Confers with new teachers individually concern 
1ng school policies and available resources* 

2,1*7 Reviews laws, procedures and responsibilities 
with teachers , 

2.1.8 Monitors biographical data and general infor- 
ma t1 on on f 1 1 e * 

2.1*9 Monitors staff attendance records according to 
policy and Insures suitable substitute teacher 
pi acement* 

2,1*10 Maintains appropriate correspondence relative 
to staff In accordance with established Board 
of Education policyi contract 1tem(s), and 
state and federal law. 

2.1.11 Maintains appropriate staff evaluation records 

2.1.12 Maintains student attendance records, 

2.1.13 Maintains student records 1n accordance with 
established Board of Education poll cy and stat 
and federal law. 
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2 • 2 Supervision anj . Eval uati on 
The principal: 

2.2.1 Makes periodic needs assessment and makes ap- 
propriiite recommendations to the Central Office 
for pra-grams and personnel. 

2.2.2 DeveloM school goals and obj^ectiyes which are 
consistent with system goalSir 

2.2.3 Plans with staff procedures for eval uati on of 
school pirograms and student achi evemerit* 

2.2.4 Reviws the results of progr^in evaluation and 
student achievement with staff and other appro- 
priate personnels and makes recomnien dati ons to 
the Central Office for currieulurn modification. 

2.2.5 Is respianslbie for providing opportunities to 
make th'fe staff knowledgeable of tht curriculum. 

2.2.6 Seeks input from staff and other appropriate 
personnel to assess the curriculum 1n terms of 
the eduicational needs of all students, 

2.2.7 Establishes with stffff procedures for curricu- 
1 urn modi f 1 cati on . 

2.2.8 Meets with staff and other approprtate personnel 
to determine the necessary ?niater1als for iTHprove- 
ment of curriculum. 

2.2.9 Is respQrnsible for providing the time, materials, 
and facnitles for innovative approaches to the 
curricwlumi and modifying t^eching strategies. 

2.2.10 Gives recognition to those tiachers who attempt 

1 nnovati ve approaches in 1 (nplar^en ting the curricu^ 
1 um. 

2.2.11 Superviises and evaluates taachers on a continuous 
basis 4& established by the school districts 

2.2.12 Establt&hes with the teacher a constructive 1n- 
structiicinal relationship bastd upoh the observa- 
tion and analysis of classr^Qom teaching* 

2.2.13 Creates an environment in wlhlch staff feels free 
to consMit with principal r'agarding needs. 
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2,2,14 Provides orientation for (new) staff. 

2»2*15 Assists in Improvinient of teacher-student re- 
lationship* 

2p2.16 Assists and encourages faculty in achieving 
goals and objecti ves. 

2.2.17 Helps the teacher In lesson planning^ when 
necess ary , 

2.2*18 Confers with teachers regarding possible need 
for specialists and consultants, 

2.2,19 Makes available specialists and consultants to 
meet the needs of teachers and students within 
the school progranip 
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3. Coinpetencies an d Professional Devel oprrent 



Th e pri n c1 pal • 

3.1 Keeps abreast of devil opments in techniques and content 
in the professional literature relating to administra- 
tion, 

3.2 Takes advantage of appropriate courses, In-sirvice train 
Ing, and confirences to enhance competencies, 

3.3 Makes use of constructive criticism^ 

3.4 Makes use of teacher reactions as valid data for the 
evaluation of administrative effectiveness (for personal 
use only) , 

3.5 Identifies any factors that rna:y have interfered with ad- 
ministrative effectiveness* 
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4. H <j man Relationship s_ 



The pri rci pal: 

4.1 Cooperates with staff and co-workers by sharing ideas 
and methods of Instruction. 

4.2 ExMbits professional and ethical behavior toward staff 
and CD-v/orkers , 

4.3 Encourages faculty input in committees and faculty 
meetings. 

4.4 Seeks dsslstance^ advlcii 'and guidance as necessary 
f ronn colleagues and/or specialists, 

4.5 Provides assistance, advice, and guidance as necessary 
for CO 1 leagues , 

4.6 Keeps ir confidence Information that has been obtained 
in the course of professional service, unless disclosure 
serves professional purposes or is required by law* 

4.7 Sets real t s t1c expectati ons for staff* 

4.8 Attempts to establish the confidence and respect of 
s tuden ts • 

4.9 Develops and Implements a disclplifie policy In coopera- 
tion with appropriate personnel that is fair and con- 
sistent, and well understood by the students. 

4.10 Is available for individual conferences with staff i 
students and parents at a mutually agreed upon t1me- 

4.11 Confers^ as necessary and desirablep with parents to 
foster a construe ti ve parent- school re 1 atl onshi p , 

4.12 Facilitates coope rati on ? ^trust among staff members, 
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PRIMCIPALS' EVALUATION INSTRUMEMTS* 



♦Some of the items on pp. 90-110 are taken from Instruments 
provided throuqh the courtesy of Mr. Carnien Araci , Bloomfiald 
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1^ Management 



Instructi ons: 



This Instrument is intended for use by the priticipal and 
eval uator. 



t 














t 






o 


c 










U 


























t/5 


in 
















O 



The princi pal : 

1* Estabilshes procedures for safe 

storing and irtegrity of all records. 



EL 



Cominents 



2, Insures that recordkeeping procedures 
cofnply with state, federal and 
district laws and/or policies, 

3, Maintains close surveillance of all 
allocated funds, 

4, Prepares overal 1 school budget. 



5, Operates school programs within 
budget. 



6* Establishes procedures to insure 
safeguard of funds. 



7, nisserninates information about 
school activities and programs to 
community* 

8* Develops and maintains liaison 
mth parents, social services, and 
media personnel , 



9, Oversees custodial work to Insure 
plarit cleanliress and maintenance* 
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U Nanaginient (Cont'd) 



The principal: 

10, Sets up procedures to Insure plant 
is free from safety hazards. 



U 



o 

U 



ft3 



re 

U1 



I 



Comments 



n* Provides procedurfs for security lof 
school faci li ties , 



n 



12, Attempts to prom 6m school environ- 
ment (psychological and physical) 
that is conductive to the learning 
process , 



13. Communicates requlreriients with stu* 
dents 5 staffs parents ^ and Central 
Admlnis tration. 



14* Establfshes efficient procedures and 
process iS fof maxlfnuni administrative 
effecti yen ess , 

15* Develops viable student scheduling 
procediires . 



IT II 



16* Develops viable school-related 
activities programs. 



1 



17. Determifies need for all school 
equipmeTit and supplies, 



18. Establishes procedures for replace- 
ment and repair of equiprnent. 



19. Recommends necessary supplies and 
equipmeTit for iffiplenientati on and 
maintenance of current programs. 
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2*1 PersoTiriel and Instructi on 
(School Procedures) 



Instru cfi ons 



This instrufiieht is intended for use by the principal , 
thi evaluators and/or the principal *s peer group. 



The principal : 

1^ Rev1ei/^s responsibilities with the 
superintendent* 



Yes Mo 



CoiDment 



2, Cooperatively determines school ob- 
Jectii/es with the superintendent in 
accordance v/ith distflct gcals. 



□ 



3* Ifniplenents administrative and Board 
of Ediicatiori policies* 



Inter^1ev/s and recomjiiends prospec- 
tive staff menibers^, 



□ 



Informs teachers of educatlorial 
resources ard pupil services 
avaflablfi to them* 



Confers with teachers as a group 
concerning new and e^cl sting school 
poli cies . 



Confers with new teachers Individ- 
ually concerning school policfes 
and available resources^ 



8, Reviews laws^ procedures and 
responsi bin ties wit^ teachersi 



□ 



9. Monitors biographical data ard 
general Inforniatiori on file* 



10* Monitors attendance records, 
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□ 



<P-2-l) 
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2.1 Personnel and Instruction (Conft'd) 

The pHncipal: Yes No Coniment 

Hi Mairitains appropriate correspond- 
ence relative to staff 1n accord- 
ance with established Board of 
EdLication policy, contract 1temi — — 
and stati and federal law, 



12, Maintains appropriate staff eval- 
uation records , 



13, Maintains student attendance 
records* 



14, Mairitains student records 1n 

accordance with established Board 
of Education policy and state 
and federal lav/* 
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Survey of PnncipaT Effactiveness 



rnstructlons : This Instrument is intended as a staff survey of principal 
tributed to the staff and returned anonyniouslj^ to the prin 



To the Staff: 



PT€ase complete the following sur\riy to assist m In the p 
Any hontst comments or exaniples that you can prDVide would 
performance or to reinforce effective administrative pr 
and return this to me* Thank you. 



I 

o 

I 



1, Extent to which Instructional rela- 
tionship Is mutually agrieable. 



Exaniples and/or comments^ 



Seeks teachar 
views on teach* 
1ng strategies , 
allows for 
teacher discre^ 
tlon within 
school program 



Allows teac 
to pursue 
methods 



2, Extent to which principal sets 
realistic expectations for staff. 



Expectations 
reason ablet 
\^1th1n frame* 
TOrk of schopl 
prograiTis and 
personal abi 1- 
iti es 



Expectati on 
usually rea 
orable wi th 
framework o 
school prog 
and persona 
abl 11 ties 



Examples and/or comments' 



EKLC 



I 



3, IM to wh'ch pHiidpal displays 
supportive iJihavior toward me, 



Eapiis and/or eomfflents; 



4, Manner In iich prificipal bihaves so 
that I feel free to discuss iprtint 
things about my job with him, 



Exanples and/or comffints: 











Displays no 


Displays sup- 


Uiually dis- 


Di splays sup- 


sypportive be- 


portive behav- 


plays support- 


portive behav- 


ll avl or or vir- 


ior in condes- 


ive behavior 


ior fully In 


tyally none 


cendlng manner 




all iituations 


only 















I fiil com- 


I feel rather 


I do not feel 


I am afraid to 


pletily free to 


free to dis- 


free to discuss 


approach prln^ 


diseys^ things 


cuss things 


things with him 


cipal for dis- 


with him 


with him 




cyssion 



5, Extent to which principal tries to get 
taachars' ideas and opinions and make 
eonstryctivi use of them in solving 
job probleiiis, 











Always gets 
idias 1 opin- 
ions 1 alvjp 
tries to maicfi 
constructlvi 
use of them 


Usually gets 
ideas 1 opin- 
ions 1 usually 
tries to make 
constructive 
ysa of tham 


lometiities gets 
ideas 1 opin- 
ions In solving 
job problems 


Seldom gits 
ideas 1 opin- 
ions 'in solving 
job problems 



Examples and/or comments: 
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i Exteiit to which pHncipal knows and 
undirstands problii I face as a 



Inquires 0? 
teacher any 
problmis; dem'^ 
onstrates an 
yriderstandingi 
offers assis- 
tance 



Demonstrates 
an awareness 
of problems 



Has sole know- 
ledge and un- 
derstanding 
of profeliiis I 
face 



Does not con- 
ceive of teach* 
ir having any 
problanis; is 
annoyed or an- 
gered at their 
presence 



Examples and/or eomments: 



I Extent to which principal assists 








teachers in lesson planning when Provides help* 


Occasionally 


Insists lesson 


Offers no 


, necessary. ful suggestions 


offers sow 


planning should 


assistance 




help in lasson 


k done in op- 




I 


planning 


positior to 
teaciier ^/I'ews 





Examples and/or coimintS! 



I Extent to which principal encouragii 
staff meiirs to use specialists and 



resources, 



\ 



Teichers in- 
fornied of spec* 
ial services I 
resources § en- 
couraged to use 
thini 



Teachars in- 
fornid of spec- 
ial services I 
resources 



Sofii^tiachers 
Informed of re- 
soureei i sar* 
vices 



i information 
given 



Examplis and/or comentS! 
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9, Extent to which principal makes mean- 
ingful in-service programs available. 









Initiates oiean- 


Responds to 


May make in- 


ingful in- 


teacher re- 


servici programs 


service pro- 


quests for 


available 


grams 


meaningful in- 






service pro- 
grams 





b. "AH ¥actiers 
actively in- 
volved in 
service pro- 
grams s find it 
meaningful and 
useful 



Some teachers 
volvedj oth- 
ers unattan- 
tive, do not 
see importance 
of program 



Teachers are 
bored and/or 



insulted oy in- 
service program 



10 

I 



Examples and/or comments i 



10, Extent to which intiraction and e 
nication are aimed at achieving 
school's objectives, 
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Examples and/or cominintsi 



Interaction and 
communication 
useful and per- 
tinent to 
school's objec- 
tives 



Intiraction an 
communication 
often relatid 
to school's 
objectives 



nd I Interaction and 
communication 
sometimes re- 
lated to 
school's objec- 
tives j but 
often of little 
useful content 



Interaction antf 
communication 
not pertinent 
to sehooTs 
objectives 
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11, Extent to which principal willingly i . 1, ^ . L- , 

shares information with taachirs, Provides mi ni- Gives the tea- Wes informa- Seeks to give 

mum of infor- cher only In- tion nieded S teachers all 
mation formation lie answers most relevant infor- 
feels they need questions mation 

EKamples and/or cOfTOntsi 



I 

I 



Extent to w[ 


11 ch cowni cations are 










accepted by 


teacher, 


Generally ac- 


Often accepted, 


Some acceptid 


Viewed with 






cepted s but if 
notj openly h 
candidly ques- 
tioned 


but 1f not, may 
or may not be 
openly ques- 
tioned 


1 some viewed 
with suspicion 


great suspicion 



Examples and/or comments: 



13. Amount of responsibility felt by 
each member of staff for achieving 
school's pis " teacher's perception 
of hierarchy. 



Examples and/or comments! 











Personriil at 


Substantial 


Principal 


Central Office 


all levels feel; 


proportion of 


usually feels 


administrators 


real risponsi- 


personnels 


responsibility; 


feel responsi- 


billty for 


pecially at 
higher levels. 


teachers feel 
relatively 


bility; prin- 
cipals feel 


school's goals 
1 behave in 


feel responsi- 


little respon- 


less; teachers 


ways to imple- 


bility 1 gen* 


sibility for 


feel little 1 


ment them 


erally behave 


achieving 


often welcome 




in ways to 


school's goals 


opportunity to 




achieve the 




behave In ways 




school's goals 




to defeat' 








school's goals 



lFR?r 



14, Wtitudas toward other meiers of 
staff, 



ExaniDlis 



CGments; 



I 

I 



{M4) 











Favorable 5 co- 


Coopiritlvej " 


Subsirvient 


Subservient 


operative atti- 


reasonably fav- 


attitydes to- 


attitudes to- 


tudas thfough- 


orabli attitu- 


ward principal; 


ward principal 


out the school 


des toward 


compitition for 


coupled with 


with mutual 


others In 


status result- 


hostility to- 


trust and con- 


school; may be 


ing in hostil- 


ward peers and 


fidence 


son competi- 


ity toward 


contempt for 




tion among 


peers; eondes- 


sybordi nates; 




peers with re- 


ceniion toward 


distrust is 




sulting hostil- 


subordinates 


widespread 




ity 1 sonii con- 








descirisioii to- 








ward subordi- 
nates 







15. Extent to which principal has 
dence and trust in ma. 



Examples and/or cominents! 











Has no trust 


Has condescend- 


Substantial but 


Complete eon 


S confidence 


ing confidence 


not complfiti 


fidence and 




and trust 


confidence and 


trust in all 






trust; still 


matters 






wishes to keep 
control of 
decisions 





[2a 
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16, Extent to which I, in turn, have confl^ 
dence and trust In principali 



Examples and/or comments: 



1?, Accuracy of perceptions by principal 
and teacher of each other. 



Examplis and/or conents: 



I 

I 



le. Extent to which principal communicates 
recjuirements to staff, 











Have no confi- 
dence i trust 
in principal 


lave subser- 
vient confi- 
dence 1 trust 


Substantial but 
not complete 
confidence and 
trust 


Complete confi- 
dence 1 trust 


Often in error 


^ften in error 
on some points 


>loderataly 
acciirais 


Usually qy1te 
accuriti 


Staff 1s to> 
tally unaware 
of requirements 


Staff is some- 
times unaware 
of requiremints 


Staff is usu- 
ally aware of 
what is re- 
Cjyired 


Staff is fully 
aware of wfiit 
is required 



Exainples and/or coments: 
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19, Extent to which teachir can influencs 
the pis, methods and activity of 
his/her school (as seen by teachers), 











........ . .-. 

pionfis except 


Littlij except 


raaerate amount 


buDstantial 


tnrougn intor^ 


tnrou^n intor- 


DO til Qirictiy a 


amount Dotn di 


mal organiia- 


mal organiia" 


via unionizi- 


rictly and via 


tion" or via 
unionization 


tion" or via 
unionization 


tion (where it 
exists) 


unionization 
where It ex- 


(where it ex- 


(where it ix- 




ists) 


ists) 


ists) 







Exaniples and/or comments! 



20, Degree i 


n which teachers are involved in 








decision 

1 


s related to their work. 


^ot at all, 
feel purposely 


OccasionaTiy 
involved at 


Usually in- F 
volvad 1 


\a 

N 

1 




excluded 


whipi of prin= 
cipal 


i 
r 
w 



TnvoW 



Examples and/or comments: 



21, Extent to which requirements are con- 
sistently applied to all members of 
the staff, 



Examples and/or comments; 



ATTstaff nil 
bers treated 
fairly and 
equally 



Usually treats" 
ail staff mem- 
bers fairly and 
equally 



Occasional ly 
favors certain 
staff members 



Di'fferent ex- 
pactations for 
different staff 
members; un- 
equal treitment 
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22, Extent to which principal seeks and 
accepts criticism. 









Seeks and ac* 


Accepts criti- 
cisini discusses 


grudgingly ad- D 
mits mistakes s 


eepts meaning* 
ful crlticisfiii 


ways of im- 




discusses with 
teacher ways to 


provement 




improve situa- 
tions 







Exiiiiples and/or cofninints: 



I 



23, Extent to which principal pro^ 
opportunities for innovation, 



Encoiiragii and 
supports staff 
in a variety of 
innovativa 
itrategles; 
provides help- 
ful assistance 
where possible 









Allows for 1n- 


Grudgingly ac- 


Does not allow 


novativi strat- 


cepts ifiiiova" 


Innovativa 
strategies; dis- 


egies; does not 
interfire with 
attempts at in- 
novative teach- 
ing strategies 


tive strategies 


courages their 
use 



Examples and/or comments: 
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U, Mm in \'kk\\ principal mm^m 
innovation, 



les and/or cowntsi 











Praises taacfi- 


Praises teach- 


Rarely praises 


km gives 


ers I'lho attenipt 


ers who are 


or recognizis 


teachers an in- 


innovativi, 
laningful ap- 
proaches to 


effectively 
parforiiing 
their dyty 


teachers' ac- 
compli shrats 


sight ipto how 
they perform, 
except for for* 


eurrlculym 






il evalyation 



I 
I 



25, extent to which principal uses technical 

and professional knowledge in decision Gtensii use 
ig, of technical I 

ofessional 
owledge 

Examples and/or eomiients: 



Some use or 
technical 1 
professional 
knowledge 



Imie use Of 
technical I 
professional 
knowleiige 



lo ividance of 
technical 1 
profeisional 
knowledi 



Extent to which school environment is 
:ive to learning, 



Examples and/or coiments: 









Disruptions of 


Occasional dis- 


Occasional dis- 


ciissroooi 
learning 


ruptions; often 
without neces- 


ruptions; sel- 
dom without 


quant and 


sity 


necissity 


ynnacassary 







k unnscaisari 
disruptions 
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Ih Estabiisliitig confidence and rispect 
of studerits, 



Examples and/or eoiiiiients: 



0 
0 

I 



(P-2-2) 











Mibs an effort 




hcillalll5 ylwUl 


flQstl 16 10" 


to get to km 


fort to !(now 


and apart from 


wards studerits 


stydents; at- 


stydents 


students 




tends school 








events; sees 
stydents regy- 








larly, apart 
from school 
programs; dim* 








onstrates an 
interest in 
stydents as 








human beings 









28, Extent to which principal knows and 
understands problems faced by students, 











Is fully aware 


Is aware of 


Is unaware of 


School programs 


of student 


student prob- 


student prob- 


or policies 


problems; de- 


lems; does not 


lems; school 


create more 


velops school 


actively pursue 


programs de- 


problemi than 


programs to 


programs to 


signed for ease 


they solve 


meet these 


meet these 


of execution 




needs 


needs 


rather than to 








meet needs of 








students 





Examples and/or coients: 



{M4] 



29, Oape to which principal faeilitatiS 
student- teacher relationships, 



Eneouragas 
teachers to 
support and at- 
tend student 
activities, to 
demonstrate an 
interest in 
them 



s Si 
of faculty in 
creating con- 
structive re- 
lationshipSj 
conductive to 
learning 



Iqui res ?ac- . 
ulty to support 
policies antag- 
onistic to 
sound student- 
teacher rela- 
tions hips 



Is suspicious 
ofitudent- 
teacher rela- 
tionshipi dis- 
couragas any 
interaction 
apart from 
classroom 



Examples and/or comments: 



30j Conferring with students, 











Wwiys avail- 
able and will* 
ing for student 
conferences 


Soitimes 
available and 
willing for 
student con- 
ferences 


Wgingly 
maats with stu- 
dents; does not 
seem seriously 
involved 


Unavailable for 
student confer" 
ences 



Exaniples and/or comments! 



31, Conferring with staff, 











Always avail- 
able and will- 
ing for staff 
conferences 


Sometimes 
available and 
willing for 
staff confer* 
ances 


"Grudgingly 
meats with 
staff; does not 
seem seriously 
involved > 


Unavailable for 
staff eonfar'* 
encas 



Exampias and/or comments: 



[m] 



It Confemng witti parints, 











AMys avail- 

-LI -^j ..in 

able and will- 
ing for parent 

conferincas 


Somatimes ^ 
available and 
willing for 
pirint confer- 
incas 


Grudgingly 
meets witli par- 
ents; does not 
seem seriously 
involved 


Unavailable for 
parent confer- 
ences 



Examples and/or conents: 



I 

Q 
I 



33, Involving oarents in school-related 
activities, 



Exainplfis and/or comments! 



Cpnsistantly 
involves par- 
ents in school 
activities 



Weasiiilly 
involves par- 
ents in sd 
activities 



arely involves 
parents in 
school activ- 
ities 



Does not m- . 
volve parents 
in school re- 
lated activities 



3i Adequacy of physical plant, 









Physical plant 
totally inade- 
quate 


km physical 
ifflprovements 
needed 


Adequate physi- 
cal plant; not 
used to maximu!!! 
advantage 



Physical plant 
adequate and 
used to maxliiium 
idvintage 



Examples and/or conents: 
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35, Extent to which principil regularly 
tis classroom teaching, 









tegularly 


irely 


Mevsr " 



Is theri advance notice of elassrooi 

visitations? Yes_ ^o_ Soiiiitimas_ 

Examples and/or coiints! 



{M4) 



36, Mm of principal's classrooiii 
ev 



0 

u 
I 



Examples and/or comiiients; 



3?. |S,ecuracy of principal's classroc 
evaluation, 











Appears inter- 


Oanerally 


Is yninterast- 


Is bored or 


esteQ in wnii 


inieresteQ 


Aril h^nrftvt^ 

fio; prssini 


lasi ly flisirac- 


occurs; in- 




only to follow 


ted during ob- 


volved ipass- 




school proced- 


servation; 


ivily) If) 
classroom 
activity 




ure 


class room pres- 






ence creates 
problems 


Accurately 
assesses 


Senerally ap- 
pears aware of 


Hakss coiients 
out of a sense 


Can identify 
neither 


stringths and 


what is happen- 


of obligation; 


strengths nor 


weaknesses; 
makes appro- 


ing 


unhelpful sug- 
gestions 


waakiiesses; 
seeins out of 


priate helpful 
coiients or 






touch with what 
is happaning 


raconendations 









Exaniples and/or comments ; 
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3S» Clarity and mutuality of evaluatiye 
objectives with teachers, 



EKampliS and/or comments: 



(P-2-2) 



Was helpful in 
suggesting ob- 
jectives for 
avalual 









Was clear and 
straightforward 


Insisted upon 
objectives for 


Was unclear 
about objec- 


in mutually es- 


evaluation in 


tives; objec- 


tablishing ob- 


teacher's 


tives upon 


jectives 


wishes 


which avalua- 

tiflh was bsspfl 






were not mu- 
tually agreed 






upon 



39, Manner of dealing with parental 



Examples and/or comments: 











Is tactful s at- 


ffakes reason- 


Generally does 


Craates greater " 


tempts to solve 


able efforts to 


not respond to 


problems in re- 


probliiTiS as 


solve problems J 


complaints; 


sponse to com- 


fairly and as 


involving re- 


tends to avoid 


plaints 


efficiently as 


lated pirsonnil 


rather than 




possible 




solve contro- 
versies with 








parents 
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Following as tab! i shad evalyatlve 
procedures, 



Is consisteFt 
with estab- 
lished mhb 



Sometimes fol- 
lows estab- 



Does not follow 
istablistied 
evaluativi pro- 
Cidures 



tive proeidiires 



liihed evalua- 
tivi prQcidures 



Ifflprovemerit 1s needed In the following areas: 



pre«conferencing _ 

mid- (Interoiadiata) conferenciiig _ 

post-conferencing _ 

establishing mutually agreed ypon evaluative objectives _ 

fflofiitoring achiaveMt of objectives 

writing of evalyatiori reports _ 



0 



Exaoiples 'and/or comments! 
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Free Response Survey 



What do you consider to be my most outstanding asset as a principal? 



What do you consider to be my most outstanding shortcoming as a principal? 



What recomniendations that you would makSj If implemented, could enhance 
the programs offered at this school? 
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2.2 Supervision and Evaluation 

Instructi ons : This Instrument 1s Intendid for use by the principal as 
self-^evaluatlon. The results are to be discussed with 
the evaluator. 

The principal should answer each question as specifically 
as possible, citing examples whenever appropriate. Use 
separate sheets of paper and return to the evaluator. 



1, What needs did you identify for your school this year? 

2. What recommendations did you make to meet those needs? 



3, What are the goals and objectives of your school? Please explain 
how they are consistent with system goals. 

4, What steps have you taken to create procedures for evaluating school 
programs and student achievement? 

5, With whom have you reviewed the results of these evaluations * and 
what recommendations have you made based on the results? 

6, Please outline whatever steps you have taken to involve the staff 
in making decisions concerning curriculum developmenti implementa- ^ 
tion and modification* 

7, What have you done to encourage innovative approaches to the 
curri culum? 

8, To what extent did you seek faculty Input on the manner in which 
the school is being run^ and how did you respond to this input? 

9, How would you assess the relationships you have established with 
staff members based upon your observations and analyses of class- 
room teaching? 

10, What needs have your staff members communicated to you? 
11^ What orientation have you provided for staff members? 
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2.2 Supervision and Evaluation (Cont'd) 



12. In what ways have you had a positive effect on teacher-student 
relationships? 

13. How have you assisted and encouraged teachers in achieving their 
goals and objectives? 

14. How have you helped teachers in lesson planning? 

15. How have consLiltants and specialists been utnized in your school? 

16. Have you followed the established evaluation procedures this year? 
Do you have any recommendations for improving them? 
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3* Competencies and Professional Development 

Instructions : This form 1s to be completed by the principal (as part of 
self-evaluation) and returned to the evaluators who will 
then complete the following forni. The resulting dialogue 
should center on strategies for improving or maintaining 
the principaVs professional divelopment. 



3, A. Professional Developnient 

U Which periodicals do you read regularly that you feel contribtite 
to your professional development? 

2^ This year^ have you taken any courses related to administration? 
If so J list. 



3. Have you participated in any conferences, workshops^ or iri-ser\/ice 
programs this year? 

If soj list. 



4, Explain how any or all of the above have contributed to your 
growth as an administrator. 



5* Do you ask your teacher reactions to you as a principal? 



6, If nots explain. 



7. If so, hov^ do you use the Information that teachers offer? 
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3, g, Cortipeteneies and ProfesilQrai Deyelopineiit 



3,1 Profess iorial 
Li terature 



Is OTsrsant 
wltli currant 
lit«raturs 



CccasTorianr 
reads to leap 
yp with trends 
I devel opwnts 



not iwire of 
the latast de- 
velopiiiots 



Coiniiiints 



3,2 Professiofiil 
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freqyent 
1 lEallent m 
of educational 
opportunities 


" ^OccasiMall/ 
makes yse of ed- 
ucitiofial oppor- 
tiinitiss 


" Does not take 
advantage of 
educational 
opportLinlties 


3,3 Constructive 
Criticisni 


J 


1 


1 




Is open to 
constructive 
cH ti el su 


" Accepts construe- 
ti ve eriti cl sm 
unwillingly ' 


Is closed to 
all erit1cis!i 


3.4 Teacher 
Reactions 










"pirceives and bene- 
fits froffl teachir 
reactions to ad- 
iiilnistratlve actions 


Occasional 1/ 
ysis tiacNr 
rtactions 


'Disresardi 
teacher re* 
ictions 


3,5 Admnistratiyi 
Effectivefiess 










IHifiis the fac- 
tors that interfere 


lasntinis cne 
factors that in- 
terfere with 


is unaware of 
ik factors 
that interfere 




M effectiveniss 
Slid takes steps to 

Itiprove then 


effect! vefiess 


wi th if fecti vi- 
nm 
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4. Human R eiati onshi ps 



iTistructions t Identical forms are to be coinpleted by the evaluator 

(which may include staff or peers) and by the principaU 
and the results should provide the basis for a dialogui 
on how to improve or maintairi quality human relationships. 



The principal: Yes No Coinment and/or EKample 

1, Shares ideas and methods of instruc- 
tion with staff, 



2. EKhibits professional and ethical 
behavior toward staff- 



3* Encourages faculty input in com- 
mittee and faculty meetings. 



4. Seeks assistance, advice^ and 
guidance as necessary from col- 
Isagues and/or specialists^ 



5, Provides assi stance ^ advice, and 

guidance as necessary for colleagues. 



6i Keeps 1n confidence irformation 
that has been obtained in the 
course of professional service. 



7. Sets realistic expectations for 
staff. 



8, Attempts to establish the confi- 
dence and respuwt of students. 



9, Cooperates with teachers in es- 
tablishing a disciplirie policy. 



EKLC 
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4* Human Rel ati onshlps (Cont'd) 



The principal 



10, Is fair and consistent in admin- 
istering the discipline policy. 



Yes No Comment and/or Example 



n. Makes well known to students the 

parameters of the discipline policy. 



IS* Is available for Individual confer- 
ences v^i th staff at a mutually 
agreeable tlFiie* 



13, Fosters a constructive parent- 
school rel atlonship. 



14* Facilitates cooperation i trust and 

good feeling among staff menbers • 



EKLC 
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Parent ^ ComKJni ty Rel ati on Survgy: 

Instructions : The principal 1s to complete the fonn and the results 
serve as the basis for a discussion on methods of 
improving or maintaining a sound relationship with 
the community. 

What contact have you had i^lth parents regarding the following: 

1) school programs 

2) curriculum 



3) teachers 

4) disci pi i ne probi ems 

5) other 

What attempts have you made to conve/ Information about school programs 
to parents and/or coimiLinity? 

Are you satisfied with your level of achievement? What do you feel can 
be done to improve this? 
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Glossary 



Classroom 

Envfi ronmen t : The sum total of all the physical^ socials emo« 
(atmosphere) tional , and mental factors that contribute to 
the total teaching-learning situations for ex- 
ample 5 heat, 1 1 ght 5 seati ng 5 Individual d1 ffer- 
ences among members of the group, teacher per- 
son al 1 ty ^ teacher-pupl 1 rel at1 ons h 1 p ^ etc* 

Carter V. Good, editor, Dj ctl onary of Ed u cat I on t 
New York: McGraw-Hill Book Co,, 1959 , p.T02 



Formative and 
Surnrria t1 ve 

Evaluation: The purpose of summative evaluation Is to stress 
the overall effectiveness of a program; whereas 
the purpose of formative evaluation 1s generally 
to help in the development of the program. 

An d e r s on g e t a 1 t , E n cy c 1 0 p e d 1 a o f E d u c a 1 1 o n a T 

E V a 1 u^a 1 1 on * San Francisco: Jossey-Bass P u b * 
Ushers, 1 975 , p. 40S. 



Self- 

Awareness: Knowledge of one's own traits or qualities; in- 
sight into, and unders tandlng of one^s own be- 
havior and motives. 



Horace B, English and Ava English, A Compre- 
hensive Dictionary of Psychologi caland 
Psychoanalytical Ternris/ New York: Davi d 
B. McKay Co/p Inc., 1 958, p. 486, 



Test: The term "test" in the Job description of a 

classroom teacher encompasses all methods of 
assessment that a teacher uses, and is not lifii- 
ited to the concept of a test requiring the ust 
of penci 1 and paper. 
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CONNECTICUT PUBLIC ACT 74-278 
Act Concerning Teacher Evaluation 

and 

GUIDELINES AND CRITERIA 
for Implemen tat1 on 
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PUBLIC ACT NO. 74-278 



AN ACT CONCERNING TEACHER EVALUATION 



Section 1. The superintendent Of 9ach school district 
shall, in accordance with guidelines astablished by the state 
board of education for the development Of evaluation progranis 
and such other guidilines as may be established by mutual 
agreement between the town or regional board of education and 
the teachers' representative chosen pursuant to section IQ^lSSb 
of the general statutes^ continuously evtluate or cause to ba 
evaluated each teacher. The superi ntendtTit shall report the 
status of such evaluations to the town Or regional boa,r:,d of 
education on or before June first of eatth jyear* For p^utlpQSQ^ 
of this section, the term "teacher" shall include each employee 
of a board of education, below the rank of superintendent^ 
who holds a certificate or permit issued by the state board 
of education. 



Section 2, On or before January 1| 1975 | each towiri or 
regional school d1 strict sh all, submit ^ In^/riting, to the stftte 
hoard of education a report on existing evaluation procedures 
and plans for implementing the guideliries established by the 
state board of education for development of local evaluation 
p rograms , 



Section 3. Section 1 of number 73^456 of the public 
acts of 1973 is repealed... 



Section 4. The sum of thirty thousand dollars is appro- 
priated to the department of education^ ^hlcb appropriation shall 
be from the sum appropriated to the flna^c^ advisory commltta^e 
under' Section 1 of number 74-31 of the Bp$t1^] acts of the Cinr^ 
rent session for the reserve for legislation affecting agency 
budgets and shall be administered by $aid department* Said sym 
shall be used for the development^ plannlny^ research and ewal'^ 
uation of the guidelines and programs required by this act m4 
for assistance to town and regional boards of education include 
ing orientation and in-service workshops in implementing such 
guidelines and programs. 



Section 5. This act shall take iffect July 1^ 1974, 
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CONNECTICUT STATE DEPARTMENT OF EDUCATION 

Ha rtf ord 

Guidelines for Teacher Evaluation 



The following guideliues have been established by the State 
Board of Education to serve as a framework within which each 
school district can now develop or adapt its program of eval- 
uation of professional staff. While the^ liave the force of 
law behind them, these guidelines have been developed as a 
means of Imp roving the learning experiences of students. It 
is believed that the approaches to staff evaluation laid down 
in these quidelines pave the way to positive approaches that 
can be characterized by su,ch terms as mutu^Htys planning, 
trusts and s el f-eval ua ti on , 

These ^,,g.uide 1 i n es were developed as the rtsylt of the work of 
the Advisory Comniittee on; Teacher Evaluation appointed by the 
State Board of Education to make recommendations for the 
Teacher Evaluation Act P. A, 74-278 enacted by the General 
Assembly. The guidelines embody the viewpoints of a broad 
spectrum of educational Interests - not only those of the ^ 
Advisory Committee Itself^ but 1 ndi rectly Tnany others^ in- 
cluding 1 egi si ators ^ educators^ and the lay community. 



Guiding Principles 

A school environment 1n which a teacher my most fully develop 
the art and science of teaching Is essentlnl. These guide- 
lines are prepared in an effort to help create such an environ- 
ment in every school system in Connecticut,^ 



I * The primary purpose o f teacfier. |va is 
the i mp rovemen t of the s tud e^ ^ 1 earni ng ex - ' 
peri en ce / ^ 

Teacher evaluation should be a continuing process through which 
the professional performance of a teacher Is enhanced. Per - 
formance should be evaluated In terms of the degree to wFTch 
acti vi tl es have met cooperati ve 1y ^ p redetiWrn^^^^ and ob - 

jectives approprfate tQ_t^ 1 n di vi dua} ^i^'^p rof & rol e In 

the context of the sp eclff^ ^^ 

1 1 . The local school district es tabl ish es its own 
ed uca 1 1 on n ' gioa Such goal?' 'f 'brm the ba sis" 
of the t e a ch e r e v a 1 u a 1 1 o n p r oiyaK ~~ 
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The goals of an educational systeni may be described as those 
ultimate general behaviors expected of most students. As 
suchg In at least a broad sense they describe and diflne for 
the instrijctlonal and special service as well as administra- 
tive staffs the targets toward which their efforts should be 
directed. Such goals should be established at the local level 
so that a teacher inay set meaningful objectives upon which to 
be evaluated. Based on such goals, objectives will be de- 
veloped by the various units of the school sys tein and v/Hl 
form the basis of the teacher evaluation program*' Within those 
un1tS| the teacher (as defined In the statutes) must recognize 
how he contributes toward reaching those goals, ThuSs just as 
the school system develops goals toward which 1t works^ so too 
the units within the system and ultimately the teacher reeog-- 
nize how related objectives at their respective levels contrfbute 
to the realization of the broader goals. The Connecticut State 
Department of Education has conducted a study among various 
Interested groups to develop goals aimed at bringing changes 
1n student behavior.* A set of six major goals for education 
have been developed: 



1. Each student learns to communicate effectively, 

2, Each student accepts learning as a lifelong 
continuing process of sel f-devel opmen t. 

3* Each student develops the sklllSp knowledgei 

and va lues ne cess a ry for responsi ble c1 11 zens h1 p. 

4, Each student increases his ability to understand 
himself and to function in his environment, 

5, Each student acquires habits and attitudes which 
have proven of value for health and family life, 

6, Each student applies his accumulated knov/ledge 
and skills to present day living. 

The goals have been accepted as working goals by the State Board 
of Education to serve as criteria for the programs of the De- 
partrnent. They are presented here to assist local school sys- 
terns in the development of their own goals* 

HI, Ample tifne is provided for this goal -oriented 
approach to teacher evaluation . 

At least five years should be allowed for the developments de - 
sign^ f 1 e 1 d- testi ng and review of the evalijatlon, with progress 
reports from the school districts made annually to thd State 
Board of Education. 



I y * A f 1 s cal supp ort sys tern e% t abl I shed f qt th e 
i^ urpose of ass is ting j^hooT TrTstr t q prepjare 
for and conduTt e vai uati ons » 

*Based on "tonne cti cut Citlzians Response to Educational Goals" 
(1971-1972), 

163 



-1ZD" 



At the local 1 e vel , pi anni n g and impl emen ti ng an evaluation 
program requires tiine and Dersonnel. Conditions in each local 
district vary^ and each district will have to assess its status 
in this regard. Funds will be needed for such a program, not 
on]y for implementation purposes^ but also for the purposes of 
In-service training. The State Dipartment of Education has a 
responsibility for helping with broadly recogni zed need s in the 
upgrading and advancing of competencies In personnel evalua- 
tion. This in turn requires funding provisions at the state 
level. 



Suidelines and Criteria for the Developnient 
of an E val uajti on Plan 



GUIDELINE I* Each professional shall cooperatively determine 
with the ev.al ua tor ( s ) the objectives upon which his or her 
eva lua tion shal 1 be based* 



CRITERIA: 

1,U1 Written objectives for the evaluatee are developed* 
1*1,2 Objecti ves are s tated in operatl onal (observabl e ) 
terms . 

1*2.1 Teachers and administrators work togetfier in de- 
veloping objectives,' 
1,2,2 (Ibjectives are jointly approved. 



GUIOELIME II. The evaluation program Is cooperative!/ planned, 
carried out and evaluated by all levels of the staff* 

CRITERIA- 

2*1*1 There is input from all riference groups* 
2.1*2 There 1s substantial approval of program by all 
groups. 

2.2.1 Active roles for each group are specified^ 

2.2.2 There is a procedure to provide feedback from all 
groups concerning the evaluation program. 



GUIDELINE III* The purposes of the evaluation program are 
clearly stated 1n writing and are well known to the eyaluators 
and those who are to be evaluated, 

CRITERIA: 

3,1.1 There is a clear written statament of the purposes 

of the evaluation program, 
3*2*1 Statement of purposes is widely distributed to eval- 

uators* 
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3.2.2 Statement of purposes Is widely distributed to 

thos.e to be a\^aluated, 
3.3.1 Statement of purposes is explained and discussed 

with and by all reference groups* 



SUIDELINE IV. The general responsibilities arid specific tasks 
of the teacher's position should be comp rehan sf v ely deflried 
and this definition shotild ser/e as the frame of reference for 
evaluatfon. 

CRITERIA: 

General responsibilities of each professional posi- 
tion are defined in writing. 
4.2..1 Tasks for each individual are specified* 
4.3 Above procedtires serve as a refereiice for evaluations 



GUIDELINE V. The accountability relationship of each position 
should be clearly determined* The teacher sliculd know and un- 
derstard the means by which he or sfria v/111 be evaluated in rr- 
lation to that position-. 

CRITERIA: 

5.1 The evaluation process clearly states the responsfbn- 
ity of the evaluator to the evaluates, 

5.2 The evaluation process clearly states to v/hom and for 
vhom each person 1s responsible In the evaluation 
process . 

5.3 The evaluation process clearly states how (inethcds/ 
procedures) the evaluation is to be carried out. 



GUIDELlflE VI . Evaluations are more diagnostic tFian judgniental. 
The process should help analyze the teaching and Tearning to 
plan hov/ to improve. 

CRITERIPi: 

6.1 ^ Evaluation procedures utilized deal witti identifica- 

tion of strengths and weaknesses of the teaching- 
lea rni ng proces s ^ 

6.2 Outcomes of the evaluation process is a plan or pre-- 
scriptlon for fmproving the teachi n g^l earn 1 ng process. 



GUIDELINE \/I I . Evaluation should take Into accOLint influence 
on the learning en vi ronnient such as fnaterial and professional 
resou rces , 
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CRITERIA: 

7,1 The evaluation process takos Into consideration the 

level of support resources and^ other influences affect- 
ing the achievement of objectives^ 

GUIDELINE vni, Self-evaluatiori is an essential aspect of the 
prograni^ Teachers are given the opportunity to evaluate them- 
selves in posl t1\re and constructive vays, 

CRITERIA: 

3,1 Oppor tun i +i es are provided to each professional staff 
menber to conduct a self-evaluation, 

8*2 Individuals are given the opportunity to Include self- 
evaluation reports as part of the total evaluatTon 
re par t * 



SUIDELINE The self-image and self-respect f tGachers 

should be maintained and enhanced. Positive se If-concepts can 
be fostered by an effective evaluation plan. 

CRITERIA: 

9*1 The evaluation plan focuses on strengths of profes- 
sional staff members p not Just weaknesses* 

9*2 There 1s a clear stateinert of resp onsi bi 1 i ti^ for mai n-^ 
talning and enhancing the S€lf-1mage and self-respect 
of all professional staff throughout the evaluation 
p roce ss* 



GUIDELINE The nature of the evaluations Is such that it 
encourages teacher creativity and eKper imen tati on in planning 
and guiding the teacher-learning e)cperi ence provided children* 

CRITERIA: 

10*1 The evaluation program clearly states enco uragenient of 
teacher crea ti v1 ty and e^cperl mentation In planning and 
guiding the teacher- lea rri ng fixperience provided ch1 1- 
d reri * 

10*2 The evaluation program makes provision for teacher 

creativity and experimentation In planning and guiding 
the teaching-learning experience provided children^ 



GUIDELIME XI. The progran makes arnple provision for clears psr^* 
sonalized constructive feedback* 

CRITERIA: 

11,1 A procedure (conference or \^r1tten report) for review of 

the evaluation is provided, 
11*2 Feedback Is given on an Individual basis, 
11,3 Feedback 1s based on diagnosis of the teaching-learning 
process and includes positive suggestioms for improve- 
ment* 
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A progress as s ess ment sha 1 1 be the responsi b ni tj^ of the State 
Department of Education : 



U The Department inventories each school district 
as to (1) status I and (2) plans for development 
of teacher evaluation program. Prog ms are re- 
viewed in terms of the extent to which they are 
meeting the gutdelines. 

2, The Department communicates to each superintendent 
the results of its rev1eW| its understanding of 
the timetable proposed 1n the school district's 
planH^ and ani' recommendations for adjustment to 
^>uch plans, 

3* Eac^i Supe r1 n ten den t receiving re cornmendati ons for 
adjustments to plans acknowledges such recommenda- 
tions and agrees to incorporate such recommenda- 
tions Into a revised plan. Any superintendent who 
does not agree with the recoiiiniendat Ions reqijests a 
meeting with the Department for the purpose of 
clarifying Bnd setting forth an alternate plan to 
fully implemtnt jv effecti^/e evaluation prograni 
within a r^aa^Ofiable period of time. 
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TEACHER EVALUATION* 



I, A Perception 

Educational evaluation 1s concerned with four major 
areas: programi students^ materials used 1n classroomSi and 
tenchers. Most of what has been published In evaluation deals 
with prograins and studentSs^ with some becoming avanable on 
materials^ Evaluators were shying away from the evaluation 
of teachers until events of recent years forced them to turn 
their attention in this directlori- 

This article 1s concerned i^l th the following questions: 

U Why should teachers be evaluated? 

2, How 1s evaluation of teachers perceived? 

3* Hov^ can evaluation of teachers be done? 

During the last fifteen yearSg voices have been 
raised asking for more accountabn 1 ty In education. Since 
the economic situation during the period^ described as In- 
flation and recession at the same time* has had much to do 
with demands for a ccoun tab 11 1 ty i the underlying theme has 
been "getting the most from the education dollar," 

A% the trend has become general , many states have 
passed laws requiring evaluation in education^ often specif- 
ically Identifying teachers as a sector to be ivaluated. 



*Phnip Saif, "Teacher Evaluationj" Connecticut 
Association of Boards of Education jQurnal^ E<^7S'*76/ 
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Why have lawmakers required evaluation of teachers? 
Some have answered this question simply by saying *'to get 
rid of *bad' teachers." Others have seen evaluation as a 
means of determining salary scales. Educators did not feel 
comfo rta bl e with either answer. They^ howevers looking at 
the san^e question* have given different answers, namely: 
"to improve student learning" and "to promote the profes- 
sional growth of teachers*" Therefore^ the discussion in 
this article is primarily related to these concepts. 

Since the primary professional activity of a teacher 
is teachings the fnajor concern of teacher evaluation should 
be effective student learning experiences. With focus on 
the tfinpro vemen t of student learnlngi an evaluation scheme 
should seek to help al 1 teachers do a better job. It does 
not coiicentrate on defining "good" versus "bad" teachers, but 
assumies that each teacher 1s competent^ and that each can 
Improve* 

"Good teaching" is too fuzzy a concept to be useful 
in conncting data for evaluation* One way to refine such a 
broad CDncept is through asking questions such as "Good for 
whati" and "Good for whom?" Consequently, the first step in 
the evaluation scheme Is to establish objectives that are 
congryant with the goals of education for the society and the 
schOQl district; and the final step will be to determine to 
what degree these objectives were met. The diagram shown ex- 
plafns what the necessary steps are between the first and the 
last steps. 

The first three steps - establish objectives , design 
activities* and deternilne criteria for validation - should be 
done together. Most of the criteria needed will relate to 
stMd«ent performance and teacher activities that will lead to 

student learning* Some related teacher behaviors will probably 
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also be considered: attitudes, values, human relationst and 
prof es si onal growth , 

The individual teacher and the evaluator (frequently 
the evaluator in schools 1s the supervisor) must work to ge then 
to decide upon the objectives which will form the major part 
of the teachar's evaluation. The design of activities for 
the achievement of the stated objectives is also meant to be 
agr'aed upon by the teacher and the evaluator togetheri Actlvt^ 
ties and criteria need to be expressed and written in precise 
t&rmB so that there will be no misunderstanding about what is 
to be done and when various activities take place. 

Like the first three steps in the diagram, steps 4 
and 5 * Implement activities and collect data - take place at 
the same time* It H important that the collected data be 
appropriate to help 1n determining the degree of meeting the 
stated objectives. To explain the importance of collecting 
proper data* the writer mentions the following incident when 
he was consulted "after the factJ' At the end of the year, 
the principal of a high school found that, although both he 
and the teacher had stated objectives, designed and iniplementad 
activities, ,the objectives were not achieved. Examination 
of the collected data revealed that they had not included the 
attitude of the teacher towards the course he was teaching, 
Incicii^^tally , that attitude proved to be negative. 

Step 6 - analyse data - is a natural extension of 
steps 4 and 5; at the same time it forms the foundation for 
the next three steps, in which decisions are made. 

Step 7 asks Are the objectives reasonable? After 
performing some (or all) of the activities according to the 
plan^ the evaluator, as well as teacher, can determine whether 
or not the objectives were realistic. If not^ they (the 
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teacher and the evaluator) should go back to Step 1, re- 
examine and modify or re-write the objectives. 

Step 8 asks Were the activities proparly Implemented? 
If the answer 1s "no" one must go back to Step 4 to discover 
what was not properly Implemented. 

Step 9 asks Were the data collected sfcinlflcant? Was 
enough information gatherG>l and was 1t the right 1 nf ormati oh? 
If the data collected do not fulfill the purpQse, one must go 
back to Step 5 to determine other kinds of needs data. 

When the three steps {f, 8, and 9) have all been an- 
swered "yes," 1t beconi«s obvious that Step lOimust ask Were 
the objectives achieved? If the answer is "yes," a new cycle 
could be initiated. If the answer is "no," an overall exam- 
inatton should be done starting with the design of activities. 

The teacher should be an active participant throughout 
the evaluation process. If information gathered during the 
evalifatlon process Is to be useful to the teacher In making 
decisions, then the teacher and the evaluator should decide 
toga t her what should be evaluated, what criteria should be 
used» and how information should be collected. As data are 
gathered and analyzedi the taacher and the evaluator together 
can make decisions as to whtch of the early steps should be 
re-exami nad . 

Evaluation of teachers, as perceived above. Is a way 
for teachers and evaluiators to work together In examining 
perforrnance so that, together, they can effect changes to im- 
prove student learning. When teachers are active participants 
in an on-going process, evaluation can be a valuable tool In 
Impravlng the educatloinal outcomes. 
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In order to put the plan mentioned above Into actiont 
the evaluator must meet with the teacher at least three times 
a year: 



1. Initial conf erence( s ) during the early part 
of the year (September/October) to agree In 
wri ting upon the objectives, the act1v1t1esv 
and "mit hods of validation. 

2. Mid-year conferenceCs ) (January/February) to 
checfc upon the processes. 

3. End-of^year conf erence ( s ) (May) to assess the 
degree of success 1n reaching each of the 
objecti ves . 



Various forms could be developed to meet such steps.* 



II, Are the Objectives Enough? 

Whether edycators call the system described above as 
objective-based (evaluation or contract or management by ob- 
jectives, the question v/ill be raised: Are such objectives 
enough for the evaluation of a teacher? 

The stress^ in the first part of this article, was 
placed on the ou^tcome* Objectives are geared towards stu- 
dents and what they should learn. What about the teacher? 
There are other characteristics that should be considereds 
t*g.i accuracy^ stability, creativity, etc. How should 
such characterl s ti s(^s be considered In evaluation of a teacher? 
How could it be dorie in a meaningful way? Most teachers are 
familiar with tf.^ Check lists which have been shown to be 
Invalid. Some school districts thought of scales* Frequently 
such Scales are of no value to a teacher. To niustrate, one 



*The writer has developed some forms that are used 
In the school dlstiflcts with which he is consulting. 
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my takfi an item that does not usua11)f appear on a scaltaj 
let It be " Pri end] 1 ness • " 

Example: Suppose that "Frf enidl 1 ness" 1s a daslred 
item on the scale. It appears as fal1ow^&: 

Friend! Iness : 1 2 3 4 5 

The evaiuator is supposed to check or circle a number, Wh^at 
does it mean to a teacher to sa>'' "Yom are 3 out of S on 
friendliness*'? To improve such a sitwations another type of 
scale had been proposed by Burks (1971). Definitions m-' 
planations of what is meant should appear on the scalei* It 
may appear as follows: 



Friendliness: Friendliness is the warmth and the 
sociability a person has in relatlOfn to students as 
well as to fellow teachers and admi inl s trators * 



□ n □□ □□ □□ 

ATo. i ^v^-jroachable Warm and Extrovert ^ Excellent in 

Sociable (very Sociable) establishing 

relations w/ 
other people 

Such verbalization will mean sQWiething to the person 
to be evaluated. Teachers and admi nf ^tra tors could coma to- 
gether and identify the important ite^s* They may find 
'■friendliness-' to be a trivial point that should not appear on 
the list. The purpose of the two square? above each point 1$ 
that a teacher can evaluate hlm/hersalf ^nd the evaiuator can 
use the same form to see whether they ftgi^ee or disagree on the 
separate items. If disagreement occwf'Si then discussion takes 
place^ which by its nature, will improvit communications within 
the school- Both the teacher and the tvftluator can agree mpon 
as many items as they desire. 
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Conci ud1 nq Reniarks 



In this article evalusition of h teach^^r 1s based 
upon the fonowing: 

1* Specific objectives and how to follow through. 

2. Self-evaluation on items other than objectives. 

3* An evaluator share his/her opinions on the 
same scale that the teacher used for self- 
eval uati on * 
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